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\ , ' - 1. ZXIntroductjion

Reiéarch on how employers recruit new workers is needed
to.develop'and‘eiaminé more realistic theories of educa-
tion's role in career development processes and to develop

practical ways to help students make a successful trarsition

L

from school to work.-
Sy
1.1 Recent theorieg of education and work

Until recently, theories of career development have
gmphasiped the productivity aspects- of ﬁchooling to coincide
with a wace competition model of education and work. ‘Undex'
a wage competition framework, individuals seeking jobs would
sell their skiils in the labor market by negotiating the
best wage for‘thgir tﬁlents with employers who had openings
that required such skills. The role of schools in this
model is fo train the human capital that is required for
differenﬁ jobs. A great deal of research has been devoted to

. estimating ghe market value of education in terms of the

increased earnings that is returned to additional education.

~ The need for schools to educate and train students in the
skills required for diffefent jobs remains of theoretical

‘ and practical interest. But the recent developmenf of a job
vacancy competition theory has added new questions about the
role of schools in the economy. Under this theory, individ-

uals do not negotiate wage rates with employers to create a

©
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hiring 6ccasion1 Idatead, vacdncies occur ai fixed wage
.levelh due to current employeeé leaving their position or
due to new jobs being created in firms. To find employment,
an individual must learn of a vacancy, show up as an appli-
cant and be chosen by the employer to f£ill the position.

The issues that arise about the role of education under this
formulation include questlons at each sta;e of the employ-
ment process. At the recruitment stage, how do schools help
.individuals become candidates for certain vacancies? Do
they provide formal placement services that employers can
use to get applicanta? Do they provide informal networks of
information'anchontacté that’ individuals can use to learn
about particular job openings? At tbe_selectisn stage, how
are credentials and lnformaiion provided by schools used by
eméloyers to rank candidates? How\are appropriate job
skills learned at scﬁool measured by employ#rs in the pro-
cess of selecting new employees? At the job promotion
-stage, what school credentials‘continue to have meaning, and

how do skills learned at school compare to skills learned on

the job in determining who moves up in a firm?

This paper, will cqncentrate on the recruitment stage of
ﬁhe employment process. We will investigate the use and
importance of school placement services and education cre:

dentials in employer recruitment and individual job gsearch

“methods.

"a
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1.2 Some practical issues “ o

Questions ;boht'the role of schools in ;hetrecruitnent
phase of empldymént;also relate to practical issues oi’effi-
ciency,‘effectiveneﬁs,_and fairness.: Can and do schools
provide cost-effective formal mechanisms for matching appli-
cants with vacancies? Can and do employers use 1nfornation
provided by géhools.about individuals employers to accu-

' rateﬂy -ank and match candidates to new positiopl? Do a11
segments of the population, including racial and ethnlc
minorities, have equal acc(ps to and equal success in using
the information and procesées through which d;ffcrent job
opennings are filled? |

2. Research Design

W will ﬁnalyzé?a set of data that was assembled to study
both employer and employee behaviors associated with the
same job position in the same firm at major stages of the
employment process. In this paper, we examine the job
recruitment activities of the employers ‘and the job search

.activities used by employees to fill openings in a nation-
ally representative sample of jobs filled by youné workers

in the approximate age range of 22 to 25.

Our data are from a national survey of 4078 employers.
The information provided by the survey is linked to jobs
held in 1576 or 1979 by.a sample of individual respondents
to the National Longitudinal Survey of the High School Grad-

ERIC
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. uating Class of 1972'1NLS). The Natipnai Longitpdinai Sur-
vey is a large-scale study conducted by the N;tional Center’
for BEducation Stakistics'that-éellected base year data frqn
over 20,900 high school seniors in 1972 and follow-up survey
data from them at four‘subsequent times. The thirzd and ‘
fourtn.NLs follow-up surveys were used to select a sample of
\employers through the information provided by NLS respon-
dents on the name and 1ocation of their employer in October
1976 and October 1979. The sampling and survey procedures
are described. elsewhere (McPartland and Humphrey, 1984) .
Completed survey'suestionnaires were obteined in 1983 from
approximately 75 percent of the sampled employers for a

total achieved sample size of 4078,

Many questions on the employer survey pertained to a spe-
cific "sample Job' title and duties described on the earlier
individual NLS respondent questionnaires ag the position
filled by the individusi in 1976 or 1979. By merging the
employer surveys with the individual NLS surveys so as to

'ma;ch information in"a single record in the ssme “sample
'jsb' in the same firm, we are able to investigate similar
issues about the job from the perspective of employer and

employre, .

The data we have, in essence, describe how the employer
views a job, how it is generally filled, and how it relates

® to the firm. At the same time, our data des:ribe the actual

Aruitoxt provided by Eic:
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employee in that job, and the job search procedures that
: he/she used to get the job. - , . oo

L}

" From the employee questionnaiges; we éill use infocr ation
on the individuals' race, sex, and'educationalfattai .

- as well as the job search behaviors used to find the job.
From the employer questionnaires, we will use info;mation un
the -demographic characteristics of lncumbents of the sample
job (percent male, race distribution, and educational
attainment distribution) as wéll as the job recruitment

. methods used most often by the employgt to £i11 openings in
the "sample job.". wsjwill'examine jobs from both the pri-
vate and public secﬁgts. The private sector workers were

) defined as "an employee of a PRIVATE_company; bank, busi-
‘neés, school or individual working for wages, salafy, or
commissions,” apd public sector workers were deflﬁed as "a

IGOVERNHENT‘employee (Pederal, State, county, or local insti-
tution or school)." N |

3. A.muunummmmn:mmmm
msaushnmgu

The employee questionnaire listed twelve job search meth-
ods, and asked the 1ndividua1 *How did you find tpis job?
(Ci;éig as many as apply.)* The employer questionnaire
listed eleven corresponding job recruitment methods, and
asked the employer "How often do you use each of the follow-

ing methods to find applicants from the outside when open-

Aruitoxt provided by Eic:

ERIC .- " ._



. 1
- ot . - . I - .
. . . . . .
hd v
. . N
' .
-
o .
. -
L ]

ings occur in the SAMPLE Joa?"  (Circle one tesponii.fOt
each method: Alwvays, Often, SOmetimeQ, seldom, Never.) The

wording was the samert'similqr for the i aployer and

/ ' employee methods, as follows:
. | b - s bl.
Employer __— -Employee -
1. Ask your Current;employees la. Relétiveé;
to recommend their friends lb. Friends.
and acgquaintances. ~ .
2. .séhool or college placement - 2. SAME
gervices. _ .-
3. Professional periodicals or 3. SAME
organizations. ‘
4. Civil Service applications. 4. SAME N
. S. Public employment seréices. 5. SAME
6. Private employment agencies 6. Private employment
5 or services. : agency.
i} 7. Community action or welfare 7. SAME
groups.

8. Newspaper, TV, or radlio ads. 8. SAME
9. Unsolicited applicants 9. Direct application

("walk-in" applicants) to employers.
10. Referrals from a union. 10. Registration with
. a union. '
11. Other (please specify_ ) 11. SAME

3.1 Comparison of public acd private sectors.
Table 1 presents the percent of employers and employees
who reported using each method, with separate tabulations
. for private and public sector jobs. (Employer.results are

the percent who circled "always® or "often".)

3
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" Table 1 about here

‘- ---u--- - Gl g R a G qup B S G

\’ - . : . . .
. . Wé notice from Table 1 that (a) the public and private’

‘

sectors differ in the moat'frequently used search and
recruitment nmethods, and (b) there is good agreement'between
- employer and employeg in the relative rankings hg&igned to .

~ each metHod.

Y

.Besides the obvious sector difffetence in use of Civil .
Service applications, which are exclusively the domain of
public employment,*.there are other sizeable differences
between private and public employment in job recruitment and
job search methods. Public éector.jobg are more likely to
be filled'by the use of schoql placement qgrvices,‘community .

» action or‘welfare groups, prbfessionil'organizati;nl, und

public employment services. Ptivath;ector jobs are wore

v 11kg1y-t6 be filled by the use of iriends or relatives of
current employegs, private employment agencies, media adver-

. tisements, and unions. In each of thege comparisons,

emp) "'vyer and employee sohrceq'agrgq_on'the direction of the

| sectoi diffgtence, and at'le;st one Qource demoniﬁrates a
p ‘statisticaliy signigléant~dif£etence. The only method that
does not show a statistically significant sector difference

*
from either source is the method that ranks first in fre-

* ‘The small percent in the' public sector reporting use of
Civil Service applications are probably errors either 'in the
sector classification of the employer or in the respondent's
understanding of the question:

Aruitoxt provided by Eic:
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quency of use: \gifect application (or "walk-in" appli-
. 1 . v -~ . ‘ * N P
cents) . . T ' . B s . v '<.9 )

7 3

.‘ . \: ! 7, <y

. 7 Except’for the_obvious. sector difference in Ciwil Service
. applications, it is .not clear from these simple tabulationa ‘
“why pubiic and private jobs difﬁer on other methodq, ‘The ]
reasona may derive from posaible differencee'in the distri- )
but on" of job skills and training required in. each aector.a.fr
or from organizational aspecta of the enterprises euch as
slze and formaiization of operationa, .ot trom characteris-
tics of the iocal labor markets in which the various activi—..
ties are located. We. will examine some of these factors ﬁn
oir further research with thece data.
1.2 Consistency of emplover and employes reporfs.
_while the apsolute frequencies reported tor each method
differ between employer and employee, tgefrelative rank
orderings of methods are An good agreement. ‘In ‘the Total
columns, both employer and employee sources rant Df%ect
application (walk-in)' above ald other methods; both rank -
.Fr%ends as the second in frequency of oae, and ‘media ads”
as third. "School placement services" are about in the mid~
.- dle of the‘?ankings of both gources,'ranked'fourth by |
employees and fifth by emploYers. The least ?requently:used
methods ,are union sources, community agencies or welfare 4
groups, professional periodicals or organizations, Civil

Service applications and private employment services. The -

11
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rank-order correlation coefficient between employé€r ahd "

employee values is .812, which is statistically aignificante
In the next»oections of this paper, we will exadine'now the
use of various methods is related.to different typee of jobs

“»  +  and job candidates within each ‘sector. ”

| Employers and employees differ in the absolute frequen--
cies of use reported for each method. One reason is tbat |
g the question asked employees to 'circle as many as apply"

‘ but forced empioyers to aseess each methodaindividually. A
sum of the percentages down the Total célumns of Table 1
across all methods fof\each group indicates how many differ~ -
ent methods were indicated by the average employer - and |
employee. The average employer had indicatéd frequent use -
for about two methods (average = 2. 27), vhile the average -

:employee bad only circled about one met..od (average = 1. 21)., -
Apparently many employees did not realize from the wording '

"~ of the question that they could answer more than one method,
or\tney did, not - conceive that more than one method could be
iused in finding single job. Another possible methodologi~
cal reason for employer - employee difference: in response
rates .is the difference in the-time'of the guestionhaire;;‘
employee da{a/were collected in 1976 and 1579 while enployer

. ! data were:collected {n 1983, There may also be response |

errors in the employer understanding of the "sample job® and’
in the employer or .employee understanding of descriptions of

Y

specifi¢ methods. :

Aruitoxt provided by Eic:
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Besides mothodological sources of response tato}ditfor-

ences, there are also possibr;rsubstantive sources of
empioyer-émployee differences. Most gpecific jobs in a firm
are f£illed by several different individuals over a period of
time, especially if the establ ishmert 1s‘large; Therefore,
an employer response will usually be a'generalizationﬁover
the Qarious {ndividual cases who have bee: recruited to the

job, while an employee response will cons;itute just one

~ case that may or may not reflect the typical way in which

the particular job is filled. Also, when multiple methods
a:e-used by employers and employzes for the same position,
each party may have different perceptions of which method

was the most important in filling éhe ",

Table 2 is a 1nter-corre1at16n matrix between employee

>
job search methods and employer job recruitment methods used

for the same job, If employer and employee agree on the

methods used, then the largest éositive value in any row or
column of the matrix should be the value on the diagonal |
(which 1s the position in the matrix of variables where
there is a match between employets and employee methods).
The absolute value of the diagonal entries indicates the
gstrength of ﬁhe agreement between employer and employee

methods.

The diagonal values in Table 2- (underlined) are usually

the largest positive numbers in the relevant row and column |
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and all are statistically significant. But several of these
values are below .10 1n'absolute value. This provides.ovef
rall evideﬁce of the validity of our measures of the methods
used to 1ink job candidates to job apenings, and indicates
which particular methods are measured with lower validity,
The methods showing most agreemgnt (in order of the size of
the diagonal intercorrelation) are: Civil Service, private
enployment agency, union referral,.media ads and school
placement service: The methods with less agreement (in des-
cending order of size) are: professional organizations,
public employment services, community groups, friends, and

0 direct application. The three most informal methods demon-

strate the weakest agreement between employer and employee

for the same job.

L:.Wnﬁnakmﬂimx.nm

The method that employers use post'frequently to £ind
applicants for.job'openings may not be the same as the
method that they view as most important for finding the per-
son who is ;ctually hired for the job. For example, one
method'hay produce:mgny candidateé,-but a dif:erengimethod
may prpduce fewer but better candidates. To examine theae_
possibilities, a subsample of 1945 employers were asked this
question following their answers to questions about fre-
quency of use: “Which THREE of the above'mefhods have been

most important for finding the persons who are actually

14
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hired from the outside for the sample job? Which is most
important? Which is sécond most important? Which is third
most important?* Table 3 shows that the responses to these
questions for private and public sector employers paqallél
the findings from Table 1. The rank order of methods and
the public-private sector‘diffe:ences in Tible 3 are essen-
tially the same as‘previously shown in Table 1. Thus the
frequency with.wﬁiéh employers use éacb job recruitment
method is strongly related to the importance that method has

for locating the person who is actually hired.

1.Lmninm1mbsm=numimnhm -

Table 4 summarizes factor analyses of the 10 items on
emplover recruitment methods, examined separately in the
"privete and public sectors. . The table presents the varimax
rotaed facator matrix and the final communality estimates
for each item. Three similar factors emerge in the private
and public sectqfs. The minor differences between ﬁhe sec-
tors concern the amount of variance of specific variables
accounted for the factors, and the single variable in each

sector that loads equally. on two factors.

Three factors are clearly &efined in Table 4. The first
factor is composed of four items: use of échooliplacement
services, professional periodicals or organizations, private
employment agencies, and newspaper and media ads. Each of

these methods requires more expense Or effort on the part of

15
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the employer than do other methods, and, as we shall &ee
later in this paper, is usually asso~iated with filling jobs
requizring education beyond high school. This factor is pre-
sented in Table 4 as Factor'l in the Private Sector and Fac-

tor 2 in the Public Sector.

AR
The second factct is composed of three items: use Oof

public.employment gervices, community action or welfare
groups, and union referrals. Each of these methods involves
low cost and limited employer effort, and, as will be
revealed in subsequent analyses, is primarily associated
‘'with filling jobs that require high school completion or
less. (In Table 4, see Factor 2 in the Private Sector and
Factor 1 in the Public Sector.) The third factor is com-
posed of two items: ‘uge of current employees for recommen-
dations, and unsolicited or "walk-in" applicants. These are
the informal methods that use of word-of-mouth and social

networks to bring job candidates to the employer.

One item, use of Civil Service applications, is not
included in any factor, because it mainly distinguishes
between the Private and Public sectors and has no clear
relationships with other methods within either sector.
Within the Public Sector, this item has the lowest communal-
ity, indicating that the factors account for the least vari-
ance in this measure. In the Private Sector, this item

loads about equally on two factors and has a relatively low

EKC 16
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communality, indicating uncloat and unimportTnt meaning. As
suggested earlier, variation on this item in the Private
Sector is ptobably due to invalid measurement or classifica-

tion.

Within the Pr;vaﬁe Sector, the item with the lowest com-
munalit& is use of friends of eﬁployee31 and use of walk-ins
is thg, next lowest. Either these items are poorly associ-
ated with other methods of job recruitment used by employ-

ers, or (as suggested by Table é, discussed earlier) not

_reliably measured by the employer reports used ‘in these

. analyses.”

In the Public Sector, the item on Civil ‘Service js lowest
in estimated communality, suggesting that it accompanies
other methods of recruitment with equal frequency among pub-
lic employers; and the use of private employment agenci;s
has the least.distinquishing factor loadings, suggesting
that this method is infrequently used as an adjunct to other

methods. o

It was not possible to examine possible underlying factor
structures for the individual job search items, since the
average individual selected one method cnly as having been

used to find th2 job.

In defining the three factors for employer recruitment

methods, we followed the convention of selecting an eigenva-

17
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lve of 1 or gréater as the cut-off. point- in adptincipal com~
ponents analysis that preceded the varimai rotation., As
such, a bit less than 50 percent of the variance 1n the ten
component items is-accounted for by the three-facto: solu~
tion in each sector (47.0 percent in the private sector,

49.4 percent in the public seglor). We will continue to
study the separate items in the téat of this papgr, to cap-
ture as much as possible as the full range of complexity in

job search and job reéruituent methods.

- Do employers within each'sector use different job .

recruitment methods depending upon the type of vacancy to be
'a filled? Por what types of jobs do private and puﬁlic

employers rely most on school placement services to locate
candidates for job openings? 'How is the use of other
recruitment methods related to the type of job opening_and 
type of employer? 1In this section, we will analyze ;hese
{ggues tor two dimensions of job openings: the education §
level of past occupants in the job at the establishment, and
the sex composition of previous incumbents in the particular

job.

We will conduct parallel analyses from the perspective of
. job recruitment methods used by employers to f£ill jobs with

different sex comprsition and educational distributions, and

EKC 15
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from the perspective.of job search methods used by individu-
als from different sex aqd.educational attainment subqéoups.
our analyses.wil; be cdnducted separately within the private

and public e@ployment-sectots.

L.Lneuummdmmn

-

Two multiple regression analyses of employer practices to
£111 different jobs are summarized in Table 5. For these
analyses, the job is the unit of analysis, and the dependent
variable is either (a) the percent male of cu;rent employees
in the job, or (b) the percent of current job occupants
whose highest educational attainment did not include any
college study (that is, those who graduated from high school
and those who did not finish high school.)

The first regression analysis estimates an equitiqn to
predict the percent male in the job by one single employer
recruitment méthod (such as use of "friends of employees®),
controlling for the pefcent with no college education. Each
employer recruitment method is measured on a five-point
scale with higher values equalling more frequent use. For
example, the first 3 vdiues in tbe top row of Table 5
(-.0094, -.029, 2.6) are the regression coefficiénts and
test statistic when the recruitment .method "friends of
employees” is used to predict "percent ﬁale in the job", and
"percent with no college in the job" is included as a con-

trol variable in the regression equation{

19
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A second regression analysis estimates an equation to

pr;dict “the ﬁerccnt with no college in the job" by one

method of employer recruitment, controlling for *the percent

male in the job." For example, the values in columns 4, 5

: ~ and 6 of the first row of Table 5 (.0012, .114, 0.0) are the
regression coefficients and test statistic when the recruit-
ment method "friends of employees" is used to predict "the
percent with no college in the job,® with “percent male®
included as a control. 'Thus each set of three values (b, B,

F) in Table 5 is from a separate regression analysis.

Multiple regreszioh analyses of individual job search
behaviors zre reported in Table 6. 1In this case, the unit
of analysis is the individual job apélicant, and the depen-
dent variable is the.job search method used to find the job
(scoieé as a 1/0 dummy variable). Two independent variables
are used in each analysis: the individuals' sex (scored
Male = 1, Female = 0) aﬁd the individuals' educational
attainment (scored High School = 1, Some College = 2, Col-

lege Degree = 3), " Thus each row in Table 6 is from -a sepa-

a

+ An alternative analysis would switch the roles of depen-
dent and independent variables in the multiple regression
analyses, using the job recruitment method as the dependent

. variable and "percent male in the job" and “percent no col-
lege in the job" as independent variables., The values for B
and P shown in Table 5 would be exactly the same under the

. alternative analysis, only the unstandardized values would
be different. The substantive interpretations provided for
Table 5 would not change under the alternative approach. We:
chose the order of var es used for the Table 5 analyses
because we believed it to more correctly follow the actual
causal process.

20
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\

_rate multipig tegression analysis.

izmmwmnmmmmm-
yate gectok.

The size and consistency of results in Table S ind Table

6 show that education level-of the job and the education of“

the job applicart are strongly related to the .job recruit-

ment and job search methods used.

Table S and Table 6 about hete

- e tup D @S W R @R ER @R WS 6 ------------------

-

— ——rrma mm o . - R

The four methods most strongly associated:witﬁ jobs that
require advanced education are schoql'placeqént services,
professional petiodicals'and"Otganizations,'priVaté employ-
ment agencies, and media ads.  The results for these methods
are similar in Table 4 ;nd Table 5: the same methods have
the fout largest statistically significant values in the
same direction for inc:easing education levels. This simi-
larity of results indicates that employers and employees
agree that these four methods a;e’the most used to recruit

for.or search for jobs that require advance education.

‘The results for methods assoclated with filling lower
education jobs are not so clear: the four ia:gest (posi-
tive) valuee {n Table 5 are not statistically significant in
Table 6. Employers (Table 5) report that they use four

methods are used more often when jobs are filled by workers

21
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with low education levels: public'inplb?ncnt services, com-
nunity action .or welfare groups, direct application J
(walk-in) and union regerrals. ,Emnioyees (Tabieaﬁ)freport :
that individuals with lower levels of education are more ——

likely to use friends and especif)ly relatives to f£ind- jobs.

: Alihpugh none of the statistically liéniticant'éalues in
one Table statiscically signifinant in the other Table, .each
of the six signiticant values found in Tables 5 and 6 have

. subatantiye meaning. We previously observed (Table 2)" that
the items with the poorgst employer-employee intercorrela-
tions are medias ads,.friends and relatives, community .
~groups, and public emplovment services, which are the same
items at 1ssue 1n Tables 5 and 6 (along with unions). Thus,
it should be no .surprise that relationships in Tables 5 and

o * 6 do not match.in strength. Also, an employee may often be

more awafe than the eamployer when_informal social networks
(f:ienés and relatives) are used to natch job seekers to job
vacancies, so that the results with the employee measure may
have more meaning in our studies. On the other hand, the

. employer dataiis likely to be more valid on most other mvih--

ods, because the question formats required a direct rating

of-each method by the empldyer,bqt net hyﬂtﬁh enployee,

Taking the employee results as more meaningful for the
*friends” or "relatives" measure and the employer results zs

more merningful on the other items in question, we conclude

ER&C
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from Tables 5 and 6 that the five methods used especially to
£111 jobs with lower educational requirements are: (1)

employees' friends or relatives, (2) public employment ser-

.~ vices, (33 community action or welfare groMps, (4) direc- °-

tion. application (walk-in),. and (5)- unions.

iixennl:annmcomamwnicbandmumum:
ino.rizatsa.cc.mr s

The pattern of results in Tables 5 and Table 6 is not as
stronq 14 consistent for sex of job as for education level
gf jqb. ~ With one exception, job tecruitment and job search
methods are more strongly associated with education level
than with sex; as seen from a comparison of columns 2 and 5
and of columns 3 and 6 for each rowy’ The exception is the |
use of nnigna which is used more for pale jobs in the pri-

.vate sector. .,

| This.suogests the need tgeanalyze gsex differences within
fixedfcategories of 5obs according to their education level.
Before aeparately examining éach education subcategory, ir
18 useful to note. the results for aex‘composition of job in
rTable 5 and sex of job applicant in Table 6 when education

level is held constant statistically.

Employer xaports (Table 5), indicatcbthat-unions are used
more often to f£ill mostly male jobs, while school placement

serviCeo._media ads and direct application (walk-ins) are

23
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methods used more often to f£ill mostly zgllli;jobs. |
w Employes reports (Table sbtagrecuitrongly with thovfindiﬁg
of more use of unions by males and the greater use of ads by
< ‘females. However, employee reports also suggest that malas
- use friends and relatives more to tiﬁd jobs,. and tﬁtt. |
females use private employment letvicel‘nore'to'tind jobs.,

&

Table 7 shows the relationship between each employer -
recruitment method and percent male in éhq job'fot hifforent
types of jobs categorized by the educational level of the |

'.j’ current job occupahts: The.tolldwing teluitl are o{‘intet-

est:

Tdble 7 about here

1. When 33H5h1'hlaggngn; gervices are used for high school
jobs, the method is more often used éb,till positions held
by females, and these jobs are often clerical and office
work.* For jcbs at higher educational levels where school
(college) placement s;rvicea are'u;ed most often (Table 5),
there is no tendency to use the method more for one sex than

another.

D G G WD R QP e D s an G G R e b O W W e e

*We examined the job titles of female-high school jobs
filled by school placement services compared to other meth-
OdB . '
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2. When private nnlnmns ssrvices are used for 519h
achool jobs, the method ie also more often used to £111

positions held by females (treduently for office and cleri-
cal work). Por higher level jobs where private services are
used most often (Table 5), there are no significant differ-

ences by sex composition of the job. -

3. ugdl; gda are used more to fill jobs held by women at
each separate educational level of work. Media ads are used
more for highef level jobs (Table 5), and the tendency to
use.this method to £1ill women's jobs;wes~a}so greater for

positions at the highet educatfbnel levels (comparison of

I3 : . S
Y

-

4. Direct ;pnligasign (walk-ins) is more often used to
flll jobs usually held by women at lower and intermediete

educational levels. This method is not as frequently used
for. jobs uauelly held by’ college graduates "(Table 5) end
there are no :lgnificant sex differencea in the method at

this level. o o

[ 4

S. The only. method with a significant sex difference
that favors:jobs usually held by maleg is’ union refetfhls.

. This method applies mainly to lower level jobs (Teble 5)

where ‘the sex difference is greetest.

29
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4.4 Publxc sector results ‘ ) ,
‘ Public and ptf%ato anlozgrs differ in the frequoncy with ¢
" ; which thoy use plxticglar roc:uignent nethodh, but when a
‘ given l.thddAil qacd]}é often is di:ﬁctod,toward tho,qdme
gducatioh&i loigl an&.lox'typi of job :egatﬁles; of the sec-
tor. Tables 5 and G’show“thp similarities. . '

Like private firms, public employers more often uie
) ;chool placement services, p:otessional organizationn and
g media ads to recruit for joba filled by -those wlth advanced
- education. FPor lower cdqcation jobs, public employers are
- more likely to -use pualié enployment ‘services, and community
action 3: wel?atg groups, following Ehe hihe tindehciel of
private employers. On the other hand, use of enployeel'
fr(endl. pris ..e emplqyuent agencies. walk-inn and union
_ referrals are not related to the cducition level of public’
sector jobs. wvhere these abthoda are used significantly less
{ frequently than in the private sector vhere ey are related .
- to job level, Civil Service Applications, uncd exclulively
| 'in thé.public sector, tend to ::&7 |

used more fo: lower level

. . ‘/-

pds1tions. |

-~

-

Cannonical correlaticn can be used when there are multi-
ple independent variables and multiple depundent variables
to estimate an equatiqﬁ that is the best linear eonbinatian

. of the independent variables that has the highest Pu;tiple
_correlation with the best linear cogbination of_éhe depen~
26
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dent variab%es. The coefficients for variables on each side
of the equation ¢an be interpreted as estimates of the rela-

“ tive importance and direction of influence of each measure,
'in the same manner that standardized regression coefficients

are interpreted in ordinary multiple regression analyses. A

second cannonical correlation analysis can be performed fol-

lowing the estimation of the initial equation that is Based

on the set of residuals from the first, to eatimaée the s

¢ 1inear combination of variables that best accounts for Qhe

- remaining variation (Cooley and Lohner, 1971; Thompson,
1984 ; warwick, 1975.

Our case, with ten job iepruitment techniques being used

to predict the percent male in the job and the percent with

no. college in the job, is well suited to cannonic#l correla-
tion analyses. We will report separate cannonical analyses
of.both employer recruitment methods and employee search
methods in the ﬁrivate,and public sectors. 'Table 8 summa-
rizes six cannonical éorrelation analyses for different

methods and sectors.

~éach‘cannon1cal analysis shown 1q_Tab1e 8 reports the
. cannonical weights for each variable for the first and secr
ond cannonical equation, together with the eigenvalue that
gives the percent of variance accounteq(gor by the best fit--

ting equation. For example, the first column of values in

27
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the top panel of %able 8 shows the weights associated with
each of ten employer recruitment me:@odathat best predict a
combination of education*lével ana'sei composition of job.
This first equation (CANVI) is mainly p:edicting.education
level of jab (weight = .967) rather than sex composition of
job (weight = .183) and shows that jobs held by a high per-
cent with no college are mainly filled by public employment
sérvice (.429) and unions (.196) rather than by the methods
witﬁ large negative weights such as’ school plaéenent ser~
vices (-.548) protégsional'ofganizations (-.374) private
employment aefvices (~.194) or~ﬁgdia ads (-.253);. This
tequation explains 20.7 percent of the variance (eigenvalue =
.207).. The adjacent column of valugs 1n Table 8 (CANV2) -
gives the second cannonical equation, which explains about 4
pefcent of the rema1n1n§ variance (eigenvalue =.041) with an
eqauation primarily concerned with high percent male jobs
(weight = .987). Other portions of Table 8 report separate

cannonical analyses in the same format.

The following conclusions seem warranted from Table 8:

1. Reports of employer aethods are much supetlot to
aployee methods in accounting for vqtiance in job couposi-
tion. The eigenvalues indicate that the first cannonical

equation estimated'fo:_employer methods accounts for over 20

25
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percent of the variance, while the use .of reports of

employee search methods accounts for about six percent.

2. There is strength and consistency to results about
how methods i:e related to the education level of jobs. In
both sectors and for both employer and employee reports,
particular methods are gssociatedlwith_high education level
jobs (school placement, professional organizations, private
employment agencies, and media ads) while other methods are
associated with lower education level jobs (public émploy-
ment services and unions). In addition, according to
employee results, friends and relatives seem to be used
especially for lower levélrjobs. The pattern for direct
applications (waik-ins) is small in size and inconsistent in

direction.

3. Most of the results for sex composition of job are
{nconsistent across sector and methods and account for a
small amount of the variance explained by recruitment or
gearch methods. Table 9. reports a partitioning of variance
explained by employer methods in sex qomposition and educa-
tion level composition that shows the minor role of sex cdm-
position in the first prediction equation. The unique por-
tion of variance for sex is the difference between the

squared cannonical correlatinn for the total equation

>

(eigenvalue = .20682) and the correlation from a conven-

tional multiple regression of ten employer recruitment meth-

| 29
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¢ ods to predict percé;t with no college in the job (.20682

| -.20130 = .00552). The unique portion for education level
is the difference between the cannonicalrcorrelagion and the
R2 from a conventional multiple correlation'of percent male
in the job on ten employer recruitment methods f.20682
-.05316 = ,1536€6). The joint portion is the difference
between the squared cannonical correlation and the sum of
the unique portions (.20682 - (.00552 + .15366 ) = .04764.
Table 9 shows that most of tﬁe variance“in job composition
explained by ten employer recruitment methods is uniquely
assigned to education composition (74.3-petcent in the pri-

. vate sector, and 83.3 percent in the public sector). Almost
none is uniquely assigned to sex compqéition (2.7 percent in
private gsector and 0.1 percent in public sector). Some of
the explained variance cannot be empirically sepprq;ed into
components for sex composition or education level of job
(joint portion equals 23.0 percent in the private sector and
16.6-percent in the public).

Besides this minor role of sex composition in the first
cannonical eqﬁation, Table 8 shows the weak ability of the
second cannonical equations to account for the remaining

- variance in job sex composition with job recruitment meth-

ods. 7The very small eigénvalues range from .041 to .01-1f

- 34 ‘
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4. The waiqhtl that ahow the most consistent atrongth
and direction between method and percent male in the job
apply to the use of unions (posltive).

4.6 snmun:mm.mmmnmnmm

A convenient method to summarize our results &> far is to
pick one subgroup as a base far'all comparisons. Figure 1.
shows the relative frequency that different employer
recruitment methods are used to £ill private sector male
jobs, depending upon whether the job is usually held by high ' o
school graduates or college graduates. The values gtaphad |
in Figure 1 are reported in Table 10, together with aéjust-
ment factors to estimate the use.of each method in the pub-
. lic sector and for jobs usually held by fewmales. The
adjustment factor is an estimate of the amount to be added
or subtracted to the percentages shown for male private sec-
tor jobs to obtain the value for public sector and/or female
jobs. These adjustment factors are the qnatandardized
regression coefficients from a multiple regressioa where the
dependent variable is the percent of employers using each
method and the independent variables are job sector (Public
= 1, Private = 0)and job sex (Jjobs with 50 percent or more
female = 1, otherwise = 0), wiia percent in the job with no

college also included as an independent variable.

--.-----—--—----------—-----‘---ﬂou

Figure ! and Table 10 about here

~
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Pigure 1 illustrates both the comparison between educa-
tion levels and the ;elative'igportahce within each educa-
tion level of each employér recruitmené method. Thus we can
see that while some methods are used more for higher level
jobs (school placement, professional organizations, private
enployment agenéies and media ‘ads) and some are used ibre
for lower level jobs (public employment services, community
groups, walk-ins and ynions), the most frequently used
method at each level is "walk-ins," and "friends of employ-

ees” is near the top in relative use.

Table 10 shows that when we examine public sector jobs,
there would be major adjﬁstmenta for less frequeﬁt use of
friends and walk-ins and more frequent use of civil service
and community groups, with minor hdjustnepts for use of
other methods in the public sector. The adjustment factors °
shown for female jobs in Table 10 are not as large as for
sector and do not indicate how sex differences may vary for
separate education levels. Nevertheless, we can observe
that the three largest average adjustment factors for female
jobs include a greater usé of walk-ins and media ads and a
lesser use of unions. Our studies of more detailed tables
in the previous section suggested that the sex differences

. for walk-ins and unions were mainly for lower lgvel jobs and
the sex differences for media ad use were greater for higher

level jobs.
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The method of "school- placement services is of special

concern for our interest in the role of education in career
processes. We Iearned that'ule of school placement shows
the 1argest differenca between low education level jobs and
high education 1evel jobs, with school placement thViCQS
assisting in recruitment mainly at the college 1eve1. Por
lower education level jobs, high school placement services

are used occasionally in recruiting for female office jobs.

33
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5. Characteristics of Pirma and Labor Marksta
Related to Employer Recruitment Metheds
WQ\hive reported how employer recruitment methods differ
on thoaavetage'tor privgtefbr public employers. We also
. ~ examined how other selected features of the f£irm and labor
market are relatgd_io thé frequency with which.dit:eren£
employer r;cruitment methods are used for jobs in different
~ categories of educat;on leyel and sex composition. Thel;
| features are size of labor market, size of firm, industry of

firm, and priority worker traits for the job.
5.1 Size of establishment and labor market )

Table 11 reports the goetficients for firm size and city
size as independent va;iables {in multiple regression analy-
ses where each employer recruitment method is a depcndont
variable (scored 1 to 5 on.a scale corresponding to the

_ range of use from "never® to “"always®), with "percent male
in the job® and "percent with no college in the job® as
additional independent variables in the equationss The size
of the firm* is defined by the employer's answer to the
question: "Overall, about how many persons are currently

employed full-tipe and part=time at this location?® City

gize is measured by individual respondents' answers to the

-—-—--—--—-—O--——--——

* The paragraph:preceding this question made it clear that

the size estimate should apply to a single location for

those organizations that have multiple locations, “Estab-

T 1ishment® is the phrase often used to signify this unit of
. analysis. '

o 3 4
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question °*Which of the following best deacribes thc\location
of the piaco where you live?f'with categoties ranging from
'in a small city or towh of fewer than 50,000 people® to "In

a very large city over 500,000 pcoplé.‘**

T;ble 11 shows that several employer recruitment methods
vary with firm size and/or city size. In the private sec-
tor, city size has Lts largest effects on the us; of pr;vate
employment agencieé, community action or welfare groups and
media ads: the frequency of each is greater in larger
cities. In the private sector, smaller statistically signi-

. ficant effects of city .size include positive effects on.the
.w;hsémoflfflénds of‘employees, professional organizations and
union referrals, and negative effects on the use-ot pgslic
fmployment services. In the public sector, city size has |

only one large effect: civil service applications are used
moré in larger cities. A smaller posi;i#e statisticafiy
significant effect of city size in the public sectof is on

the use of community action or welfare groups..

The size of firm has large effects on many job recruit-
tent methods in both sectors. In the private sector, firm

size is significantly related in qne direction or another to
, ) o o :

*+ Other measures of city urbanicity based on Census data,
such as whether the location. is an SMSA or the percent urban
in the county, show the same results as Table 1ll.

!
ErlC 3 -
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all methods'except use“bt professional,organizations, civil
service applications, and media ads. Larger private sector
establishments more often use community action or welfare
groups, public enployment services, unsolicitsd applicants,

school placement services and union referrals. Larger pri-

- vate sect.:c establishments less often use friends (as-

reported by the employer) and private employment agencies.
The effects of establishment size are much the same in the
public. sector. Establishment gize increases the use of
unsolicitcd applicants, conmunity action or welfare groups,
public employment gservices, union referrals and civil ser-
vice‘applications. A smaller negative effect of establish—

ment size is observed for use of - employee friends.

izxnnnsmnimnnm

Using census ‘codes for the industry within uhich each
sample establishment is located, we consttucted dichotomous
variables for eight broad industrial categoties. Tabie 12
displays how our sample is distributed across the eight |
industrial categories within. the private and public sectors,
and names the most fregpent industry codes that appear in
our sample ‘for each category. Our sanple of public sector
jobs is concentrated in the' categories of Service, Public,
administration, and Communications (postal service), with

all other industrial categories having less than 3 percent

of our public sector sample and less than half the percent

36
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for ‘the same cgtqgo}y found for private sector jobs. The

\X}

r

"industrial categories with most jobs.from our priéaté éecgpr
sample are Services, uanhfaqturlng, and Trade (wholesale and
rétail). Otﬁer industrial categories that are mainly in the

,:private sectbr are Finance, 1n§urance, hnd:reai estate; ,
Transportation, communications and utilities; éonséructibn,

. . _ and Agriculture and miﬁing.

’ o

a
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Table 13 summarizes;the relationship of industry with
employer jbb recruitment methods wiﬁh}n privaie'and public
sectors. Each rec;uftment method 18 used as a dependent °

~ variable -in a regression analysis and the independent varia-
bles are one inaustry dichtomous variable, size of ;atab- |
lishment, city size, percent with no college in the job and
_percent male in the. job. Each sét-of.three coefficients (b,
B, F) in Table 13 is from a separate-regression equation
using a particular combination of recruitment method and
industry category in the ;nalysis, along with the remaining

four control variables.

¢ | Table 13 about here

4 - e D ey G an D G5 EP G SP GP G GD WS SN b o
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We will describe the major- reeulte of Table 13.in two '
/ '_ ways., Pirst, ve will discuss each separate industrial cateh_
" _gory and examine the recruitment methods that are used more
- then in other sectors end the methodsth:t_e:e used less by
compering B and F statistics down the columne of each indus-
trial category. Second. ve will examine eech recruitment
method eeparetely and‘highlight the induetrial categories
where it is used eepecially frequently and.the categoriea :
where it is used least, by comparing b and F statistics
eéroee the rows of Teble\lB.';we vill focus on the large .

statistically significant values in Table 13.

‘ Beginning with the Agriculture and mining cetegory in the
private sector, no method stands out for greeter use, bput .
several methode (especially media ads) are used less to
recruit new workers than in other ‘industries. The Construc-
tion industry is whene union referrals stand out as the
characteristic tecruitment method, with all other'methodl |
being used less frequently’ than in othe:i ind?etriee. Pri-
vate manufacturing industries use public employment services

and community groups more frequently, and use of friends,
school placement, professional organizations and walk-ins
less frequently. Private Transportation, communications end
utilities use community groups and unions somewhdt more;
media ads less. Ptivate wholesale and retail trade indus-

’ tries use much more walk-ins and much less public employnent

services, unions and professional organizations. Three

ERIC | S
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. methods are more frequently used in ptivate ‘Pinance,- ineu-
rance and reel,eetete industries: private employment egen-
clee,.ttiendl of employees, and community ag;ion groyps.
The private Seré}ce industries, including schools and hospi-
tals, make:especially hea;y use of professional organiza-
tione or periodicals, media ads and school or college place-

ment services in their recruitment, and leee use of public

employment gervices and community groups. Industries clas-

sified as Public administration are not a stgniflcant part

of our private sector sample.

In the public sector,“ye discuss the three industrial

categories where we have our largest sample. In the Trans-

| s , rtation, communication. and utilities category  (including
*i/’—ff\§§2\u.o. Postel Service), compared to other public sector
-industries, somewhat less use is made of walk-ins or public
employment services to recruit new workers.
‘ In the Service and the Public administration categories
of public sector industries, we see opposite patterns in the
use of methods. For- serviges, Ciwil Service applications
and puﬁkég_employmené gservices are used much less than by:

other

public employers, while unsolicitied:applicants are
used s 'eghat more. A closer examlnationggf the 4ndustrial
.cer;funderlying this comparison shows thaﬁ methods ueed to
recruit public school teachers largely\eccounts for this

contrast among public ehployers.

.' .//' .. 38

Aruitoxt provided by Eic:

ERIC .



N

>

ER&C

Aruitoxt provided by Eic:

PAGBJ37

™

On the other hand, the Public adninistration category of

the pubic secgor shows a nuch greater emphasis on using

. cimil.service applications, somewhat greater emphasis on '
b using public emplqynent services and somewhat less use of

unsolicited applicants, compared to‘other publig employers.. -

Government officials and workers in this category are the -

ponitiona that primarily account for these results, _’\;\3

We now go back over the results 6£ Table i?‘to;highlight
the industrial categories wﬁhre each recgn}tmenh particu-

larly stands out.‘ Inlthe pr;vate sector-

»

1. Friends of employees are used more frequently in the
Finance, insurance and real e:Xete catgegory. (including

banking), and used Tess 1n:manufacturing.
* b

2. School placement services are used more in Service -
industries and 1nlthe PinanCe, insurance and renl estate

category, and used less ln:conatruction and manufacturing. ﬁé

—a Y
- .

industries. ' o . o

3, Professional orgénizations and periodicals are used’

more frequentiy in Sérviee'industries and less in the bholg-

sale and retail trade category.

4. Public employment'services are more often used in

’

Manufacturing, and less often in Trade and Service catego-

ri@s.

“ N\ . b
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S
5. Private employment eqenciee stand out in the rinence'
insurance and real estate category, and less often in Ser-

vices and Trade industries. '
. : “

) 6. Community ac:ion groups are used more to recrult new
workers in the ?inance, Manufacturing, and Treneportetion,
communication and utilities categories, and less in Setvicee

and Constructio industries.

7. Media ads are more frequently used to recruit in Ser-
vice industries and less often in Transportation, communica-

tion and utilities.

8. Use of unsolicited (walk-in) ap .icants is much more
typical in retail and wholesale trade;f:fuetries and some-
what less typical in the Copstruction, Manufacturing and
Trenspottetion categories.

s 0 .

9. Unions stand out 1; Construction and Transportation .

end are less common to recruit workers in the Trade and

| Finance categories.
&* . . i re /

In the publlc sector, constrasts ina the use‘ot recruit-
ment methods are mainly between the Service end Public
administration categories, whete CiviL Service and public
employment services characterize the ‘latter and unsolicited

applicants characterize the former.'

-
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5.3 specific job traits

Our analyses have focused on two.aspggts of jobs (educa-
tion level and sex conpo;;tion) to study the use of differ- |
iﬁt employer recruitment methods. But it is likely that

“other .aspects of the job, such as the need for particular
workér‘congetoncies. may be r;lated t; esployer methods ra
after the odugation level and sex éonposgtio; of the job are
taken into account. We will use cannonical correlation )
analyses of 17 job traits that were r;ted hy euplqyois for -

.each sample job in our survey to investigate this' issue.

. Each employer was asked to rate each of 17 job’ttlltl on
a four point scale from “extremely important® to “not at all .
importanc,® with the' following survey question.
. !

When"you are looking for new workers to £1i11 the SAMPLP
jOb' hw uPOttant is it thlt thGYoooo .

...work welli at a set routine -schedule; that- is, are
METHODICAL? o

" ...are able tc work well with their hands; that is hav?
o MANUAL DEXTERITY?

...are akle to learn new things quickly; that is, are
QUICK LEARNERS? - ‘ |

 ...are able to read materials about as difficult as the
daily newspaper; that is, have BASIC ADULT LITERACY?

...are able to read complex written materials; that is,
are ADVANCED READERS?

...are able to accuratel, add, subtract, multiply and
divide; that is, can PERPORM BASIC ARITBHQ;IC?

...are able to handle complex numerical calculations;
that is, are EXCELLENT AT MATH? '

...have prior knowledge of how to perform the specific
duties of this job; that is, have SPECIALIZED KNOWLEDGE?

BEST COPY
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...are able to .make a good impression outside the organ-
ization with clients or customers; that is, are good at
CLIENT RELAIIONS?

/...are likely to stay with the organization for a long
time: that is, will have PERMANENCE?

...are likely to move up within the o}ganization to
higher level jobs; that is, have GROWTH POTENTIAL?

...are able-to get along well with people; that is, are
GOOD TEAM HEHBERS? e

coowill gaaily accept supervision; that is, have the
PROPER ATTITUDES about work and supervisors?

...can be counted on to come to work regularly and on
time; that is, are DEPENDABLE? _

"...can deal with new complex situations; that is, have
GOCD JUDGMENT? .

.+..can provide direction and leadership; that is,. CAN
SUPERVISE?

...have OTHER jualifications? - (PLEASE SPECIFY).

Tables 14 and 15 present the results of cannonical corre-
lation analyses using the 17 jog tralt measures. We wil;
investigate how the perceni’of variance accoqnted for by the
ten employer recruitment methods changes as we use‘aifterent

comtinations of job traits and job composition measures.

The first column of Table 14 gives results for:the pri-
vate sector. Row 1 shows'that when ten recruitment methods
are used in a cannonical analysis to predict the percent
with no college in the job and the percent male in the job

tie percent of variance accounted for by the cannovical
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equation equals .20682. Row 2 shows that when the measure
of the singleljob trait of "Methodical®" is added to percent
no college and percent male in a cannonical analyses with
the same ﬁen recfuitment methods as predictor variables, the
percent of variance accounted for by the cannonical equation
increases slightly to .21q@3. Eachrof the remaining rows 2
through 18 show the amouné'ofﬁvariqnce accounted for by the
best fitting cannonical equation where a different mesure of
one job trait is added to percent no college and percent
male in the job in a prediction equation with the same ten

employer recruitment methods.

The same analyses are shown for the public éector";n the
second column of Table 14. "We also present parallelwanaly--
ses in Table 15 where “percent in the job with a éollege
degree® replaces "percent in the job with no college" for
every estimated equation. Although these measures are
highly related in a negative direction, we repeat the analy-
ses in Table 15 to check whether the pattern of results
changes when'we distinquish the educationally most demanding
jobs from all others rather than distinguishing the least

demanding jobs from all others.

Rows 19 through 23 of Tables 14 and 15 present estimates
of the partitioning of variance explained by recruitment
methods among job“composition cémponents and job traits.

(These analyses use the same type of calculations described
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" earlier for Table 9). Row 19 giveo the total verianoe "
accounted for by ten methods predicting both job composition
measures and all 17 job t:eit measures. Row 20 presents the
va:ience accounted for by predicting only theqi? job traits.

Rows 21, 22 and 23 ptesent the unique and joint proportions

of variance explained.
We draw the following conclusion from Tables 14 and 15:

1. Job composition measures (education level and sex
composition) and job trait measures have some common rela-
tionship to the kinds of recruitment’ methods used by employ-
ers to £111 job vacancies, but some job traits reveal addi-

tional impact on the recruitment methods.

The 17 job traits are more strongly related than the tmo
job composition measures to differences in ]Ob recruitment
methods (row 20 versus row l). But the two sets of varia—
bles overlap considerably in their ability to account for
variations in recruitment methods, as seen from the bottom
three lines. We estimate that the joint contribution of job
composition and job traits in accounting for job recruitment
difference is about half of the total variance explained
- (line 23). fhe unioue contribution of job composition meas-
ures ir the equations is estimated to be between 12 and 15

.percent (1ine 22), while the unique contribution of job
traits is estimated to be between 30 and 4V percent. In

other words, when we characterize jobs only by their educa-
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tion and lox-coiﬁonii;én,-wc can account for pqﬁwoon 60 and

70 percent ot-thoiﬁariahce 1nijob recruitment methods, com-
pared to the predictive powcr.whcn 17 job'traitl are also

available with cduactlon'and sex composition to measure job'

L T s Sy e e e ettt s ot o

: differences.

’

2. The specific job }r@itl wvhich add most to aécoupting
for recruitment methods beyond what is picked up by job com-
position are client relation s, advanced reading, and good
judgment in the private séctor? and supervisory skills, good

| judgment, and balié.iiithigticiin the public sector.

An inspection of each of the columns of Table 14 and 15 °
reveals which individual job traits.add most explanatory
power to the equation. We indicate the rank order among the

-17 traits in parentheses on each line.

3. Our'understanding,of the particul@r recruitanent meth-
ods tha. are used more often to té:get each specific trait
may be helped by a comparison of the cannonical weights
associated with each vgtiable for the first equation esti-
mated for ten methods with two job composition mesures
(equation associated with line 1) versus the weights for
equations where one job trait is added to the equation
(lines 2 through 18). In addition, the inspection of

"weights for variables in a follow-up cannohical eqdation on
residual variation may be helptul. if the weight for the job

trait measure stands out from the job composition measures

46
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in the particular equation. These analyses will be the sub-
ject of further research. | . coe

€. How Job mmum:. and Job Seazch Methods

are Related £Q mdlthnicsnnﬁmm
- nzmm_nenunn:

we can 5156 investigate whother ‘the nothods used to matchmmM-"“”“;U

job openings with job applicants differ for racial or ethnic

* minorities, when other characteristics of the job and appli-
cant are taken into account. Do blacks and Biséanics have-
equal access to the information about job vaéancios and have
equal bpportunities to become candidates for the positions
for which they otherwise qualify?

‘We address this question with analyses that use race of
job and job applicant to parallel our ea:lie:'inveltlgagions
of the detgrninanta of sex compoiitibn of jobs. rirat.wwe

. examine relationships in the public and private sectors
controlling for sex and education levels. Table ls.summaé
rizes multiple regression analyses to estimate how each
emplover recruitment method is related to percent black or

' percent Hispanic in.the job, controlling for percent male in
the job, percent with no college in the job and sector.
Tables 17 and 18 report cannonical correlational results
concerning employer recruitment methods. Table 19 presents
results from multiple regression analyses of employee job

sggrch methods.
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~ Second, we Qill look at relationships within fized cate- .
| gor;el of tho.educa;ion level of the job. Tables 20 and 21/
present these results. | '

£.1 Race and sthnic effects, controlling for asx and sduca-

—— G —— o

The following conclusions are drawn from Tables 16, 17,
and 18: i

l. In the private sector, jobs with‘highetlpercont black

composition are strongiy related to the use of co-lﬁ;ity

~ action or 'welfare groups as an employer recruitment method.
Table 16 shows this finding in in row 8 for the Priv;to_SQc-
tor. This-is substantiated in Table 17 where the third can-
nonical equation (CANV3) associated mostly with job race in
the Private sector (row 13) has one recruitment method (row
7) that is much.larger than any others in the same column
and row: use of Community groups. This cannonical correla-

~ tion result indicates that the use of coinunity groups is a
recruitment method primarily relaﬁed to the race composition

of the job.

The other method in the private sector with an especially
strong association with job race composition is use of media
ads, which is neyatively related 5o jobs with larger black

concentra*ions.
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. | 2. In the public sector, no method really stands out al. 
one ptOGUcinq large independent 1mpacti on the race compoai-
: tion of jobs. Thegéiis some indication in Table 16 of a
negative 1mpact‘o£ use of media ads or professional organ%— |
—~_-~w-*"zattongwén~productnq‘htgher~btack”reprulentattunmin“jabif“”““
| But, in Table 17, no cannonical equation associated with
race -of job passes conventionql‘lgvela of ltgtistical signi;

ficance.

| 3. The Hispanic composition ot ijs_1n the private sec-
tor is not clearly related to recruiément mqthods that are
independent of other job composit;on'factora. Table 18,
which reports three stages of carnonical analyses in the
Privath_chtor, produces no equation with a high weight for
Percent Hispanic in the Job (row 13). The only statisti-
cally significant value in TAble 16 associated in the Pri-
vate Sector with Hispanic éomposition is the netagive effect

of use of media ads (row 18).

4. . In the public sector, the use of community action or
welfare groups has a cléhr positive relationship to Percent
. Hispanic in the Job. This cah be observed in Table 16 for
the Public Sector (row 17) and in Table 18 for the third
equatlion in tre Public Sector (CANV3, row 7). There is also
some suggestion from the cannonical analyses in Table 18
that using friends of emplcyees to fill Public jobs has a

positi;e impact on Percent Hispanic, and using Civil Service
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applications has a negative impact,’but these. suggescions N

are not substantiated in Table 16 :eiu}tl. \\

5. Analyicl that use employee search siethods have few

silmilarities to the results just reported from analyses of

 employer recruitment methods. Table 19 shows the results

from regressions using employee data. For example, in con-
trast to earlier Tables, Table 19 suggests that blacks and
Hispanics use public employment services more than whites to

obtain private sector jobs.

As we concluded e&rlier, the employee reports may be
especially'useful for learning about 1qformal metqfds of
finding jobs, such as use of friends and relatives or in

~direct applications-(walk-ins).' Table 19 does not indicate
race and ethnic differences in these factors, with the pos-
sible exception of less frequent use by blacks of direct

application in the private sector.

6.2 mmmmmmm

As was true with our study of sex differences, some
interesting race and ethnic patt2rns emerge when we examine
jobs within fixed categories of education level. Table 20
presents results for percent black in the job and Table 21

presents results for percent Hispanic in the job.

l. With regard to methods associated with higher black

compositions in private sector jobs, Table 20 shows that use

ol
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"of community groups (ponitivo) and_nodia ads (nogativef have
impacts at each educﬁtion level. The stiongeét method, use
of community groups.@Ay even grow. in importance tgr produc-
ing blacks in jobs as the education level of the position

“increases (comparison of b actoés row 7). T T 7,

4

Table 20 also suggests two m&thods that are only impor-
tant for college degree private sector jobs in relation to :
percent black in the position. Pitst,'uae of friends of
employees as a jobureqruitment method is négatively related
to percent black in;this category, suggeﬁting that thé
informal networks in operation are mainly useful to whites
at this level. Second, when union referrals are used to

\ .
\ recruit_worke:s for college degree jobs (which is ‘not

\

\\pften), they tend'to produce higher black compositions.

2. In the public sector, there is. no method that consis-

tently ptoddces a significantly higher black'percentage for

|

In the public sector at the college degriee levél only, we

all eduction level categories of jobs.

note that use of friends of employees is negativeﬂ{ r;lated
to percent black in the job, just as .was true in the private
sector at this level. Informal social networks appa:ently
help whites get college level jobs more -than blacka. That
is, the social networks to which white are attached are more
useful for access to higher level 3obs than the social net-

works to which blacks are attached;;’We will furthér:examtne
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the issue of ;he,fquality'rof tho social networks 3;ed by. !
blacks to obtain jobs in the next section of this paper. We
will examine the type of }%b obtained bylbficks who use"
segregated black ﬁocial networks vet;us 51acks Qho use

desegrggated social networks that 1nc1ud£ white friends to

find jobs. - {7,

3. 1In ternms of.ptivate‘;::ior methods that produce
higher Hispanic concentrations in jobs, no sihgle’method has .
a cpnlistent impact across all education levels of jobs

(Table 21).
”

§

4. In the public sector, the use of bommunity gqroups may
pfoduce.a stronger relationship with Percent spanic as the
‘education level of the job increases (comparisom\of values

’ across row 17 of Table 21). It looks as if dse'of.community

»
groups is an especially us3ful method for Hispanics to f£ill

higher level'jyg:.lﬂowever,_Eggﬁ%fﬁabt of communi;y.gréups
is not very strongafoz‘nispihics at any given education”
level of jébs., . . ’

Use of Civil Service -\appch‘ptions in the public sector
" appears to have a negative 1mpéCt\}n producing high Hispanic
conceptrations in high school level jobs, while the reverse

may be true for college level jubs (row 14, Table 21);'

-3
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6.3 A closer ook’ at hlack use of sociai networks.
. _ )

In our discussion of Table,20, we noted some interesting
interactions of racial differences in the use of intormal ”

social networks and the educational leveiﬁot the job: ’coii

lege level jobs that are filled by the use of informal) net~
works are less likely to have black workers, 1nd1caang,;nqt
college 1eve1 jobs that have fewer black incu.bents tend 'to
use white social networks ror recruiting applicants, and
these networks are not as accessible to blac;\XFb seekerj\
For lower. level jobs, no signigicant relationship was

observed in Table 20 between &n .mployec's

of social
networks to £ill the job -and percent bla ob. We
will now look cioser at race effects use'ﬁf soclal:

networks, by examining the questionn;

- [ R
Table 22" shows the percent of workers vho reported ueggz\ﬂ

friends or relatives to find their job, tabulated by rac

sex and education level of the worker and sector of theﬁjob.

PAGE 50.-

e

There is a clear ordering of percentages according to edyca- .-

tion -level of the worker .in the private sector: sociol,net-
works are used more by workers at lower levels of edocation
than at higher lerels. There'is also an,interesting .pattérn
of race differences: for the mo#Erpart whites use social -
networks more frequently than blacks to find jobs in the

private sector, but blacks use social networks more than
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wnﬁicn to £ind public sactor jobs. The-race differences in

t

the private coctQt'fqvorin§'whito use of social networks are
especially pronoﬁncéd,tor naioi;, The .ace differences
_favorihq blacks use of friends or relatives in the public
' sector are largeat at the college degroe level. (The rever-
‘sal in the race pattern 1n the public loctOt is probably duo
to some bias of reportl in the category of black males with
some college that fdill (% £it the expected oducation trend

or other reasonable patternl of pcrcentagoo). : S

<
e

The race contrqags in Table 22 can be interpreted like
the pa;tetnl noted .in Table 20: where jobs are more doni-'
nated by whites, the social networks used in fectuig;qnt
will be whife, 80 that blacks will be more deéiivoé ot
accesl to the usoful 1n£ornation and contacts such networks
provide. In the case of. Table 22, private jobs have a |

’higher percentage, of whlte worket: 4roating more white chan-
nels of 1n£ornal joh sea:ch connectionl in the perate sec-
tor and more black netwo:ks in the public sector) This con-

LY

tributes to theiﬁattetn where social networks are motre ]
T ' {
useful to whites than blacks for finding private sector
' jobs, while the upposite race pattern is usually observed in

the public. sector.

In° Table 23, we focus entirely on black workers who are.
) 1 .
high schocl graduages (with no college) to compare the kinda
of jobs obtained by using social networks of different

24
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racial cqmpositions. Although we have no direct information
on whether the friendship networks used by blacks to find
jobs are segregated (mostlyxplack,|riend§) or deseg;egated
(includes white friends) we may be able to get at this dis-
tinction indirectly. 1In Table 23,|ﬁe use combinations of
categories of whether the black worker used friends to find
the job (column 1) and whether the black worker graduated
from a segregated or desegregated high school (column 2) to
infer the t&pe_of informal friendship networks‘ac;essible to
each worker and used by each worker. In column 3 of Table
23 we infer different types of social networks from the
variable cross-classifications in colﬁmn 1 aﬁd column 2, to
study the kinds of jobs blacig obtain in each case. Table
23 presents these measures of the type of job: the average
percent white of coworkers in the same job (column 4), the
average percent white of co-workers in the same firm {(column
5), the average hourly wage now paid for-the job as reported
by the employer in 1983 (column 6), and the average hourly
wage paid earlier in thejob as reported by che entry-level
employee in 1376 or 1979. There are clear differences of
job type shown in Table 23 depending on whether the black
worker had access to black or white friendship networks and

used them to find the job.

Looking first at the black males, we find that those who
used desegregated social networks (row 4) get the highest

paying positions in firms and jobs with the highest percent

55
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! of white co-workers. Those black male high school graduates
who used segregated black social networks (row 3) on the
average g-:. the lowest paying positions in firms and jobs
with the lowest percentage of white'cq-workers. Those black
males who did pnot use social networkﬁ to £ind their job
(rows 1 and 2), fall in between the other groups in pay
level and desegregation of co-workergs. Put another way, the
value of social networks for finding good jobs by blackl. |
depends upon the kind of social networks being used: black
friendship networks lead to poorer paying more segregated
jobs (it is better to use other job search techniques) and
‘Nhyhite friendship networks lead to better paying less segre-’

gated work.,

The bottom half of Table 23 (rows 5 through 8) report the
results for female black high school graduates in private
sector jobs. There afe no large consistent differences in
average job pay that depend upon use of social networks for
black females, But the same patterns for racial composition
of co-workers that we observed for black males are also true
for black‘females. Those who use desegregated networks have
the highest percent white co-workers, those who use segre-
gated netwotks have the lowest percent white co-worker;, and
those who do not use sdcial networks fall in between.

- S Gn S e S G Gn G G G GP S TW S SN G e S

The wage pattern interpretation is clearest from the
employer data (column 6). The highest paying job on the
average is consistently found to come from use of desegre-
gated networks (colitmns 6 and 7), but the lowest paying job
interpretation depends upon the measure being used.

o . 5n a
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izimmmmummmm

The most important racé and ethnic-diftefencel in ngthods
thtongh which individuals become candi 1ites for job openings
may be in the gpg;i;x of the method rather than in the Lype
of method used‘in the job recruitment and job search pro-

cesges.

We found few overall race and ethnic differences in type
of method that were not primarily due to contrascs in educa-
tional level of different jobs and social groups. Except J
for the use of community groups in the private sector as a
method that produces jobs with higher black tepfesentations,
an” the use of community groups in the public sector as a
method that produces jobs with higher Hispanic concentra-
tions, our analyses do not indicate large consistent race or
ethnic differences in access ﬁo jobs through alternative
recruitment methods. Although theée were no overall lacrge
race differences in the use of informal networks of friends,
we did find race differences in how such informal social
networks were use to match worke*s with particular job

vacancies.

Use of friends of employees to recruit job applicants was
negatively related to black representation in college level
jobs in both the public and private sectors. Tk’ 3 finding
suggests that the quality of information and contacts within

particular methods that may be more important than the sim-
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.ple use of a method. In this case, the social networks used
by whites appear to carry more useful information and con-
tacts for access to college level jobs than do the social
networks used by Fost blacks at thiu education 1eve1.' Pur-
thermore, we observed opposite racial patterns in privhte
and public sectors in the level of use of social networks to
£ind jobs. Whites used friends and relatives more fre~
quently than blacks'to £1nd private sector jobs, while
blacks used these meﬁhods more frequently than wvhites in the
public sector. We interpreted tﬁil ditfc:‘nce to be the
conséquence of the greater concentration of white workers in
the private sector that produce aegregatgd white social net-
works used by white job seekers in this sector, and_the con-
verse pattern of black concentrations and segregated black

informal job networks used by blacks in the public secter.:

81m11ar19, the raéial composition of social networks was

a factor in our furth;r investigation of the types'of jobs
filled by black high school qggduates in the priiate sector.

‘ack males who used desegregated networks found higher
average paying jobs in less segregated firms, vhile those
who used segregated (black) networks became employed in
lower paying more racially segregated jobs, and those who
did not use social networks were petween the other two

groups.
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Taken together, it appeare from our results that there
are important race and ethnic differences in the first stége
of the employment process that derive from the quality of‘
| recriutment and job search methods to which the different
groups have access. .
1. Summary and Diacuasion
Our investigations of how employers recruit new wvorkers
nindicates some general ways that education plays a major
role in career processes and some areas where the school's i

‘role is weak.

\
Pirst, education level of the job is a major determinant ﬁ

of what job recruitmént methods and job search methods are \
used. Education level is much more important in this regard
than sex, race, Or eghnigu%actors. Education level alone

- also picks up a majority.(from 60 to 70 percent) of the var-
fance explained in j&bd:ecruitment methods by various meas-

ures of job traits.

We find that jobs usually held by tndividuals with higher
education levels are filled more often by School placement,
Professional organizations, Private employment agencies, and
Media ads. At the other end of the educat.on spectrum,
lower level jobs are more often filled by public employment

services, community groups, walk-ins and unions.

od
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Second, the specific method associated with oducationalr
institutions--placement services conducted by schools 6:.
colleges--is often used for nafgchinJ individuala‘ to higher
level (college) jobs, but infrequently used otherwise. When
school placement services are used to f£ill high school level

jobs. it is primarily for offiée-jobs filled by females.

Some evidence exists that females and minorities experi-
ence unequal access to job recruitment methods used by white
males at the same education level, but we do £ind aiffer-
ences in tecruitméng‘methodn'and employnent. Black: are
proportionally much more likely to work im public sector
jobs and to use community groups to find private sector
jobs, Blacks also seem to have less useful social contaétp
to find higher level jobs, for private sector jobs, and for-
some higher payingjobs in desegregated work enviro ments,
Jobs €illed by women make less use of union referrals and

more use of ‘direct applications and media ads.
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R TABLE 1 -
- Percent of Emplayers Who Use bilferent Job Recruitment Mqthods. and ' :
A . Percent of Employees Who Use Different Job Search Methods, . Tt
by Luployment Scctor '
e - — _. . FEY
: - . 4 N w7t '
> L Employer Employee
: . . ; T
Total Private § Iublic ,Pub.-vrd. ' Total Private Public ‘Pub.-Pri.
Sector ‘Sector t-statistic ) ~ Sector Sector t-statistic .
(N=3389) (N=2530)  (N=8B59) (N=3810)_\(N~2900) (N=910) ~
T - "—EI(R“"k) % (Ranki % (Rank) - 4 (Rané;\'- '
) . , - o %z (Rank %4 .(Rank
Friends 34.5 (2) 18.6 (2) 22,7 (h) ~8.4B**%% . ) . (Rank)
' B . ) . / N
Relatives . 15.8 116.8 " 12.8 ~2.824%
Friv.ds I . ‘ 29.0 (2) '29.3 (2) 27.7 (2) -0.96
School placement service ¢+ 26.0 (5) 24.5 (5) 30.4 (&) 3.77%%% 8.9 °(4) 7.3 ,(4) 15,0 (4) b6.13%%%
Professional organizations 8.9 (7) 7.7 (7) 12.2 (8) 3.91%%% 1.4 (8.5) 1.4 (8) -~ 1.5 (8) 0.28
Civll Service L.t (8) 2.7 (10) 35.5 (2) 29.2Lhax 4.9 (b) 0.4 (10)!_19.0 (3) 24.37%k%
Public employment service 27.8 (4).  27.0 (4) 30.1 (5) 1.48 76.9 (5)m 6.2 (5) 9.0 (5) 2.92a%
Private vmployment serviog ' 5.9 .(9) 7.0 (8) 2.4 (10)-4.95%% N 3.7 (7); 4.7 (6) 0.7 (9) -5.59%4%
Community groups R, 14.0 (6) 11.6 (6) 20.9 (7) 6.78%% 0.9 (}0):_0.5 (9) 2.0 (7) 4.l16h*%
Media ads 33.2 (3) 33.6 (1) 31.9 (3) ~-0.88 11.0 €3) 12.4 (3) 6.8 (6) ~4.68k*%
birece application (walk-in) e0.04(1) T 60.4 (1) HE.8 - (1) -0.79y ,Lg37.3 (W 37.7 (1) 36.2 (1) -0.82
Union relerral ' 5.7 (10) 5.9 (9) 4.6 (8) -1.47 ,, |. 4 (.55 1.7 (1) 0.4 (10)-2.81**
K Sum = 2.27) U N PEIT2
- 4 - :
K
akk w n .00
AR = . -
p<.ol oM
* = p<.05 e ,
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TABLE 2

Correlation between Employee Job Search Methods
and Employer .Job Recruitment Methods Used for the Same Job

————ne

Employer Methods

(393

Employee Hethéds 1 72 3 4 5 6 7 8 9 10-11
i. School placement sérvlce +a33 .085 044 -.034 .031\ -.0046 -.011 =-.,0'0 -.004 -.024
2. Professional organizations .070 -086 -.001 -.046 .019. -.012 -.002 -.025 .000 014
J. Civil Service -.032 -+ N35 L462 .001 =.07t - -.074; -.014 -.068 .014 -.125
' ;. Public employment service -.037 -.016 .025 .074 .005  .015 .005 -.044 ~-.016 -.034
5. Private employment service .040 .055 -.033 .026 .201 .022 .045 =-.006 -.010 .024 a
6. Community group -.003 .008 .029 .042 -.007 .064 025 -.014 .005 -.034
7. Media ads .027 .025 -.028 -.013 .053 -.002 145 .0l6 =-.023 .006 -
8. Direct application (walk-in) .068 .00 -.040 -.058 -.058 -.006 -.010 .049 -.030 -.014
9. Union referral -.055 . -.040 -.043 -.045 =-.034 -.046 7.030 -.072 .188 -.022
1C. Relatives -.096 -.075 -.024 014 ~.069 0046 -.092 -.020 .039 .003
11. Friends -.040 -.008 -.018 .012 -.053 ~.001 -.006 .002 .017 .051
7V



TABLE 3

Percent of Employers Who Rank Each Job
Recruitment Methods as '"Most Important” and as
“"One of Three Most lmportant", by Sector

Percent: I'crcent
Most lmportant One of Three
Method Most [mportant Methods
Total Private Public Total Private Public T-test
Sector Sector Sector Sector (Pri-Pub)
(N=1945) (N=1362) (N=583) (N=1945) (N=1362) (N=583)

1. Friends of employees 17.1 20.6 8.9 50.4 55.7 33.4 -10.05%%%
2. School placement service 9.5 8.5 11.7 ' 3l.1 30.6 32.1 .64

3. Professional organizations 1.7 1.8 1.7 14.1 13.5 15.6 1.22 o

=)
- 4, Civil Service . . _. 9.2 2.9 _23.8 . }§;0. 8.0 34.8 15.654 4%

5. Public employment servicec 12.3 12.8 11.1 35.6 35.8 35.0 -0.35

6. Private employment service 2.5 3.5 0.2 9.3 12.0 2.9 ~6.4100%
7. Community groups 0.9 0.4 1.9 11.0 9.7  l4.1 2.834%
8. Media ads 18.4 20.4 3.7 : 43.0 ~45.3 37.7 ~3.094%
9. Walk-ius 19.6 21.6 15.1 57.1 57.3 56.6 -0.30
100 Union tefel’rals 102 107 002 3t6 4-6 l‘o“ -3046**
11. Other 7.3 5.7 11.7 12.6 9.8 19.0 K.65%
stk o p &< .00

T P < .01

«aap < .05 '
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| TABLE &'

13

Summary of Factor Analysis of'Eaployer

Recruitment Methods, by Employment Sector

WL WA -
[ ] -

SO WO~

11.
12.
13.
14,
15.
16.
17.
18.
19.
20.

Privaté Sector

. Friends of employees
. School placement serv.
. Professional orgs.

Civil Service
Public empl. serv.

. Private empl. serv.
‘Community groups

. Media ads

. Walk-ins

. Unions

Public Sector

Friends of employ=es

School placement serv.

Professional orgs.
Civil Service

Public empl. serv.
Private empl. serv.
Community groups
Media ads

wWalk-ins

Unions \

Varimax Rotated factor Mitri:

Factor 1

.08519
.12467
.04376

.15318
71507
TI2645
L64AC2
.29861

52

-:’.I. 163

Factor 2

.00147
.14948
.04874
.26595
.48937
08306
.83377

-.02724
.07593
.29258

.17593
.54940
.79359

-.13225
.13582
.25189
11722
.36207
.05392
06044

73

Factor 3

25265
.13215
.02908

-.02051
.13670
.03800
« 34698
. 24756
.31801

-.17303

.28219
.21605
.10119

-.22040
.03111
.05523
.05978
.16053
.68497
.14926°

Communality .

.07391
.23851
55171
13037
.27394
.--22909
.82351
.17117
- 10691
.11563

«11784
.36406
.64194
.08953
.53074
.11688
.43475
.26603
.54707

09554
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TABLE §

Summary of Multiple Regrassion Analyses of
Demographic Charactaristics of Job on Employer -
Recruitment Methods, with One Control Variable®, by Sector

(b = unstandardized regression coeff.; B e standardized regression coeff.)

Private Sector (N=3100)

Dependent Variable

Independent Variable Percent Male Percent with no College
(Job Recruitment Methou) in the Job ' in the Job
b B 7 b B r
(L) (2) ) (4) (5) (6)
1. Friends of emplovess -.0094 ¥ -.029 (2.6) .0012 004 (0.0)
2. School placement serv. -.0256 -.080 (18.1) =.0920 -.299 (303.4)
). Professional orgs. -.0054 _ -.013 (0.%) =.1140°  =.295 °  (298.3)
4. Civil Service 0176 .031 (2.9) =.0239 -.0643 5.9
S. Public empl. serv. -.0054 -.018 . - (1.0) .0435 152 J3.8)
6. Privace empl. serv. -.0079 -.018 . (1.1) -.0726 -,180 (104.8)
7. Community groups -.0110 -.030 (2.9) .0186 .053 9.1)
8. Media ads -.0269 -.081 (25.3) -,0477 -.168 - (90.2)
9. Walk-ins . -.0340 -.103 (33.5) .0179 .056 9.9)
10. Union referrals .0638 162 (83.2) .0317 .076 (17.9)

Public Sector (N=978)

e - -l

11, friends'-of emplovees -.0113 - -.038 (lL.4) =.0072 -.023 (0.5)

12. School placement serv. -.0.9%9 -.069 (3.9) =-.1160 -.410 (196.8)
1), Professional orgs. 0216 .066 (3.8) =-.1l192 -.352 (138.6)
4. Clvil Service -.0173 -.080 (6.2) .0388 174 (30.3)
15. Public empl. serv. -.0062 -.023 (0.5) 0372 .138 (19.1)
15, Srivate empl. serv. -.0269 -.032 (2.7) =~.0039 -.007 (0.0)
17. Community groups .0063 .025 (0.6) .0296 .100 (2.9)
13, Media ads .0G77 .029 (0.8) -.0362 -.121 (1., .1)
9. Walk-ins -.0183 -.062 (3.8) ¢ .0078 " .025 (0.6) .
). Union referrals .02068 .06l (3.6) 0143 .032 (0.9)

. '

whea "Percent Mala in the Job” is the dependent variable, 'Percent with no College" is the
control variable: when "Percent with no Coliege in the Job" is tie dependent variable,
"Percent Male'' is the contral variable.

N
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: o TABLE 6
Summary of Multiple Regression Analyses of

Job Seacch Methods on Individual's Sex and Educational
- Attairment, by Sector

. _ (b = unstandardized regression coeff.; B = standardized regression coeff.)

Private Sec:o: (N=3100)

Independent Variables*

Dependent Variable

(Job Search Method) Sex _E_d“i“_il"_‘l_it_‘lﬁ‘?_’“—‘—
b B F . b B F
(1) (2) (3) (4) (5 (6):
1. Relatives .0608 .081 (21.0) . =.0664 =,135 (58.3)
2- Ftiendl A -05‘7 ' -069 (7-“) ‘-0256 ‘-0‘2 . (507’
3. School placement serv. .0048 .009 (0.2) .0549 .160 : . (81.0)
4. Professional orgs. .0034 014 (0.5) .0106" .068 (14.4)
5. Civil Service © 0049 .025 {4.1) -.0002 -.000 : (0.0)
6. Public ..Pla serv. -,141 ~-.029 (2.6) T e Bak}) -.010 (003)
7. Privacte empl. sa~rv, -.0265 -.062 (12.3) .0180 .065 (13.3)
8. Community groups ~.0048 -.003 (3.4) .0020 .021 (1.4)
9. Media ads -,0501 -.076 (18.0) .0207 .047 (7.1)
10. Direct application .0171 .017 (0.9, .0087 013 (0.5)
11. Union - . .0230 .08% (24.9, ~,0001 ~.C00 (0.0)

Public Sector '.»978)

12. Relatives .0291 .042 (1.7 -.0307 -.073 (5.3)
13. Friends .0058 .006 (0.0) -.0040 -.007 (0.0)
14. School placement secv. -.0050 -.007 (6.0) .0885 .205 (42.8)
15. Professional crgs. -.0022 -.008 (0.0) .0046 .030 (0.8)
16. Civil Service .0182 .002 (0.5) -.0323 -.090 (10.2)
17. Public empl. serv. -.0037 -.006 (0.0) -.0323 -.090 (8.2)
13, Private empl. serv. ..0029 .018 (0.3) .0023 .022 (0.35)
19. Community groups -.0100 -.035 (1.2) -.0072 -.061 (1.6)
20. Medii aus -.021¢& -,04l (1.7) -.0138 -.044 ~ (1.9)
1. Direct applicatior .0343 .035 (1.2 .0568 .095 (8.9)
::- Cnion --0026 °~019 (0-3) -0020 0026 (0-5)

®
Sex: Male = 1; Female = 0
Educaticn atta‘nment: 1 = High School, 2 = Some College, 3 = College Degree

BEST COPY

7O




famgy 1 . : \
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1. Friends ol e‘pluyeeﬁ -.0288 -.084 (1372 0139 .049 ( 0.%) -.0186 -.07) (1.6)
12. School placement service -.0209 -.062 ( 1.8) -.0079 -.029 ( 0.2) -.035]) -.1l8 (5.2)
1), Profe;llonal organlzations 03185 .087 ( 1.6) 0094 ~026 (0.2) L0089 .0314 ( 0.3)
14, Clvil Service .0239 107 ( 5.6) .0401 . 84 ( 8.4) .0098 .048 ( 0.7)
15. Public employment service . 0040 .0l4 ( 0.1) -.02952 - 100 ( 2.5) .0019 .016 ( 0.1)
th., [Private employmcnt service -.0106 -.020 ( 0.2) ~ 0698 -.127 ( 4.2) «.0222 -.051 ( 0.8)
7. Communily groups .0169 .05%% ( 1.9) L0145 Nib3) (0.7) R 0117 .068 (1.4)
18, Media ads 0146 .052 (1.3) .0010 .015 ( 0.1) { .00513 .022 ( 0.1)
12, <alk-ins -.0003 -.001 ( 0.0) -.020; -.070 (1.2) \~+0479 ~-.175 (9.1)
'0. Union Referrals .0525 .18 ( 6.8) .0667 13 ( 4.0) -10336 -.085% ( 2.})

litgh Schaul .Jobs are those where 50 percent ot wore of the job Lncumbents
College .lohs are 50 percent or more h

Fach set of coelficlents (b, B, ¥) is frum a separate regre
e firat fndependeat var table, and

o . — —— = = —— . — s e+ s

. Migh_Nchool Jobe (N=1925) Some_Cud Jege Jobs (N=790) Lollege Degree lubs (N:=558)

b " F - b " F b (] ¥ -
M. ,Prlcndi of employces f-.0092 -.027 (1.4) -.0149 ;.049 (1.9 ) -.0058 . =020 ( 0.2)
2. Schaol placement nervice -.6u68  -.132 (11.5) -.0l16  -.036 (1.0 -.0094 ~.0% ( 0.6)
3. Professlonal org.anizations -.0121 -.0)6 (.2.1) -.0226 «.058 ( 2.6) =-.0036 -,.012 ( b.l)
4. Civil Service . 0221 .00 ( 2.6) 0217 .019 ( 1.2) .0026 ~,005 . ( 0.0)
9. Publlc employment service -.0062 -.0l4 C0.9) -.0l44  ~-.048 (1.8 .0098 .033 ( 0.6)
6. Private emiloyment strvive -.0312 -.064 ( 8.0) .0010 .003 ( 0.0) .0251 076 ( 3.3)
1. Community groups . 0002 . 000 ( 0.0) -.016} -. 107 (9.0) ~-.0}48 -.042 - ( 1.0)
W. Medla ads -.0208 -.068 ( 9.8) <086 =35 (13.9) -.0420 -.156 (13.8)
9. Walk-ins -.0326 -.0% (18.0) 20872 =118 ar. -.0145 -.043 (1.3
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Flrst Set

1. Frienda
2. School placement
3. Prafesatonal organization
4. Civil Servire
5. Fuhllrbs-rvl;e
6. Private service
7. Cosmunity group
8. Ads
9, Walk-In
10. Unlan

- Second Set
1. .Joh 2 w0 college
2. Joh £ male

Fipcnvolue

JARLE B o

sSummary nof

Private (N‘f_)lﬂﬂ)

e

e o v - At & cem et 4 e s -

Employee Hethods:

First Set

I. Relatives

2. Friends
3. Schoal placemenct
4. Profesaional orpanization
$. Civlil Service
6. Public nervice
7. Private ssrvice
8. Community group
9. Adsa
10. Walk-In
t1. Union
Second Set
. Job X no collepe
2, Job X male
Eigenvalue

B

iANV | CANV 2 GANV )
086 -.057 105
-, 948 -.N98 ~.h90
-.374 )05 -, 345
.00% A0 .200
29 -, 2004 278
-.194 J0R2 078
.0%0 - 166 {11
-, 2%) -.228 -. 107 ¢
..on -.478 .10
196 J03 .020
967 -.269 .998
.18} .987 024
(.207) (.041) (.282) ¢
.578 N17 Lh03
.23 .208 25
- hh? 515 -.908
-.120 227 -.093
-.051 .296 A9
.09S -.310 .108
-.216 -.041 -.06%
-.042 -.12% 018
-. 236 -. 151 ~.05A
-. 108 -.01] -.162
116 .54) 067
.8%8 -.522 .941
YY) L9006 .292
(.067) (.019) (.066)

75

i Coamonleal tnrrelation Analysea

fuhl e (N~ 97R)

Total (N = 4018)

CANV 2 CANV | CANV 2
-. 118 118 -.036
- hAN -.610 -, 212
670 -.418 402
. 120 -.055% L0064
=222 .399 -, 179
-.18} -.0R8 -.05}
21 .0R2 -.0R5 !
L7217 =201 - 149
- 00 JOR5 -, 496
At 196 .750
-.075 .98) -.201
1.001 .. .998
*.031) (.220) (.034)
NS 1Y L2010 .
R B A 1}
= =-.5R88 .509
-1 10 .256
-.027 149
A2 -, 299
-.190 -0
-.060 -.0nN
“-lal '-'25
-a|‘2 -076
282 .618
097 -.451
. J6R 434
(.01l (.001) (.014)
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TABLE 9 -

Partitioning of Variance Accounted for by
Employer Recruitment Methods

Privat‘ Publiec - - Total

Unique (Sex composition) .00552 (2.7%) .00014 (0.1%Z) .00228 (1,0%) ’

Unique (Educ. composition) .15366 (74.3%) .17236 (83.3%). .17937 (81.32)

Joint (Sex and Education) : .04764 (23.0%) .03432 (16.6%) .03891 (17.6%)

Total .20682 (100%) .28194 (100%) .22056 (100%)
I S 7Y




. Tabl

PERCENT OF PRIVATE SECTOR
VARIOUS JOB RECRUITMENT METHODS FOR MAL

WITH ADJUSTMENT

FACTORS®  FOR SECTOR AND JOB SEX

13

clo"

mx.o!'ns WHO FBEQUBNTLY USE
E JOBS WITH DIFFERENT EDUCATION LEVELS;

‘Education Level of Job

Adjustment Factor for:

job necrutemmnt Hechod . ath - S U Gt (et
. Friends of employees 38 - 37 . . 38 -16 +1
"School placement ssrvice 14 .21, ) +2 +3
Professional organizations ; 17 +3 -1
Civil service 3 4 3 +34 -3
Public employment services 32 24 - 16 +4 -1
Private employment services 3 10 16 -5 0
Community groups 13 12 8 +10 -1 ‘
‘Media ads 26 34 34 -4 +5
Walk-ins 59 52 51 -15 +8
" Union referrals 10 6 =~ 5 ,;*}‘”\ -4
! ' ! o i,
Ve -,

-



LE 11

Effect of Firm Size and City Size on rroquoncj
of Use of Different Employer Recruitment Methods, with

2 Controls®, ty Sector

1.

3.
4.
S,
6.
7.

9-
10-

11.

-
o

°13.
4.
ls.
16.
17.
18.
19.
20.

t

\

Dependent Variable
(Job Search Method)

Friends of employee
School placement serv.
Professional orgs.: \\ /
Civil Service /
Public empl. serv. '
Private empl. serv.
Community groups

Media ads

Waik-ins

Union referrals

Friends of employeas
School placement serv.
Professional orgs.
Civil Service

Public empl. serv.
Private empl. serv.
Community groups

Media ads

Walk-ins

Union referrals

<

y

Private Sector (N=3100)

I _
? Firm Size City Size

b .} F b 8. F

(L) (2) (3) (4) (3) (6)
|, =,1145 -.040 ( 4.8) 0611 .037 ( 4.0)
! 02995 0103 (36.3) -.0026 -.002 ( 000)
.0389 017  ( 0.9) .0330 .037 - ( 4.6)
0456 028 ( 2.4) .0082 013 ( 0.5)
.5403 173 (96.8) -.0598 ~-.049 (7.7)
-,0885 ~.040 -( S.1) .0964 112 (39.0)
.8281 .320 (3s52.7) .0740 .073 (18.2)
.0315 010 ( 0.3) 0927 .076 (17.8)
4735 168 (89.4) 0121 .0l1 ( 0.4)
.1586 .073 (17.1) 0331 .03 ( 4.8)

Public Sector (N=978)
Pirm Size Cicy Size

b B F b 3 F

(1 (@ (3) (8) (s) (6)
-.1641 =.062 ( 3.6) .006S .006 ( 0.0)
0493 017 ( 0.3) -,0120 -.009 ( 0.1)
-00308 -0013 ( 002) 00160 0015 ( 002)
.3821 106  (10.9) - . 2317 1464 (20.7)
".4153 137 (18.1) -.0521 ~-.039 (1.9)
00115 0008 ( 000) -00111 -0016 ( 002)
.5192 .188 (34.95) .0788 065 ( 4.1)
01612 o055 ( 208) -00335 ‘0025 ( 006)
.6061 212 (52.4) -.0628 ~-.054 ¢ 2.9)
. 2594 146 (20.1) .0826 «010 ( 0.1)

. % Control variables ars "percent male in

81

the job'" and "pi:ccn: with no college in the job".
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Table 12

_ Distribuction of Industries in Sample of Employars and .Jobs
) : . .

—

Private Sector

Public Sector

I . . .
C::::::;‘{ X inm Most frequent 2 in Most frequent
Sample industries_in sample Sampla industries in Sawple
1. Agriculture and 2.5 Crude oil, Coal, 0.6 rorof:fy
Mining Agriculture - .
2. Construction bl Construction _ 2.l Construction
3. Manufacturing 24,2 Motor vehicle, 2.7 Paint anfgr.
~ : Apparel, Chem., . s :
Steel, Elec equips
* Printing .
4., Transportation, . 7.8 Telephone, Trucking, 6.7 U.S. Postal,
Comm. & Util. T ’Elcc. Uedl,, Sanitary Serv.
. ‘Railroads
S. Trade 22.7 Eating & Drinking 2.1 Esting & Drinking Places
Places; Dept. Stores, . -
, Crocery Stores ©
6. Finance, Ins. & 3.5 Banking, Insurance 2.6 Real Estate, Insurance,
Real Estate ‘ Banking ¥
7. Services 28.4 : H&spitals. Schools, 56,1 Schools, Collcgcs}
' Bus. Serv., Hotels Hospitals, Social Scrv.“
8; Public 0.6 Justice & Safety, 27.1 Justice and Safety,
Administracion ' Environment, ' Geiwaral Government
R i Quality or Housing '
Administration
N
¢



Tahls 1)

. Ffleet of Induntrial Catepory on 're'quer.cy of Une of
Different Empluyer Resruiiment Nethoda, with & Controle®, by Sector

e . e b bt Gt b4 . e | mm——— vl e e —— - -— p———

* — — I Y -

o ———— s S . R e L

, Dependent Varisbdle '
(Job Recruliment Method) Agr. & Mining Constructlon Mamulacturing Trens., Cosm., & Util.
Private Sector (N = 3100) b Ty T T T T PO s v N s
1. Friends of employees .2019 .02% (1.8) -.0580 -. (0.2) ' -."lbli -.056¢ 18.8) '. - -.0810 _~.01} (0.9)
2. School placement service -.2740 -.03C (3.8) -.4617  -.069 (15.6) -.1604 -.05) (B.9) . -.090 -.00l 1.2)
3. Professionsl orgs. +.019) -, (0.1) -.005  ~.0ls (0.6) - 1226 -.055  (9.4) -.0284 -.007 (0.2)
4. Civil Service -.0897 -.020 (1.2) -.0n8) -.00) (0.0) -.0468 -.028 (2.2) . -.0029 -.001  (0.d)
S. Public ampl. serv. ' -.1624 -.018 a.n - 3798 -.05%  (9.4) L5068, L0155 (71.9) JA917 L0 (4.4)
6. Private empl. s v, .0468  .007 (0.2) - 1219 -.026 (2.1} 00 .00 (2.8) ~ -.0067 -.010  (0.3)
7. Cossunity groups -.2384  -.002 (1.6) - 3473 -.06) (12.2) . 8 17,2 manden | : .2426  .056 (10.8)
8. Nedia ade -.5485 -.061  (12.0) -.126)  -.018 (1.0) 083} .025 (1.9) -.5041 -.09 (29.3)
9. Walk-ine .0708  .009 (0. - W26 50 (1.0 0L =05 (8.8) -8 -.000  (5.0)
10. Unions - 2129 - .Y (3.9 L9200  .194 (119.6) 0616 027 (2.2) L1928 .04 (9.1)
P Vic Sector (M = 978 ; . ,
11. Pctands of employees -.3108  -.029 10.8) -.2006  -.02) (0.%) L2355 .00 (0.8) - -.22%2 -0 (1.D)
12. Schooi placement serv. .i29¢  .007 v M -.05%2 ~.006 (0.0) -.030) -.02) (0.0) -.3608 -.065  (4.6)
1). Professionsl orgs. - 183y -, . 1) A7 W06 (0.3) -.0%9% -.013 0.2} -. 1248 -.026 (0.7)
14. Civil Service -.0411  -,002 (0.0) 2366 ,030 (0.9) -.0487 - 0.0) .28 .03 (1.0)
13. Public empl. serv. 1.134) 037 (1.2) -.0436 ~.U04 (o;o) 7108 017 (6.0) -.42)8 -.0N (4.9)
16. Private emp . setv. -.0M44 -, (0.0) -.0316 -, (0.0) 4088  .088 (1.9) -.0202 - ' (0.1)
17. Comaunicy group 1669 .009 0.1) dess  L0l8  (0.)) . 4601 085 (3.0) -.024¢ -.004, (0.0)
18, Nedia ode -.1111  -.003 (0.1) -.2349 -.02) (0.9) .0021 .000 (0.0) .058 .00  (0.1)
19. Wslh-tae 139 .008 (0.1) . .2189  .02% (0.8) 3396  .070 (3.0) -.3191  -.086  (4.2)
20. Unlowe L2658 .02) (0.9) .1%J0 .02 (0.6) L2263 .00 (1.7) 0093 =026 {G.3)

iour control varishbles sre: oiza of actsblishmant, clty sise, percent with no college in tde jnb, percent aales ia the job.
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Table 17 (Continued)

Dependent Varfable

(Job Recruitment. Method) Trade Fin., Ins., Real Fst. Services . Public Admin.
Private Sector (N = 1100)__— b 8 r b s r b B F ] ] r

1. l;lond- of employees -.0303 - =-.010 (0.3) * LA021 .108 (35.1) .0027 .001 (0.0) -.Sltl -.034 (3.6)
2. School placement service .07)3 .024 (1.9) .1829 .0kl (5.8) 1438 .050 a.n 1914 .Oil (0.4)
3. Professional orgs. -.1618 -.066 (14.1) L0744 .021 (1.9) .2614 114 (38.8) -Jb]99 -.00) (0.0)
4. Civil Service ) . 0060 003 (0.0) -.0179 ~.006 (0.1) .0520 .032 (2.9) | .1617 .017 (0.9)
%, Public espl. serv. -.2678 -.081 (20.6) 2817 .060 (11.2) -.3172 -.102 (31.0) .3561 .019 (1.2)
6. .:rlv-to empl. serv. -.0946 -.040 (5.0) A28 127 J(Sl.ﬂ) -.12%7 -.057 9.5) -.4215 =-.032 (3.4)
7. Community groups -.1009 -.036 (4.4 1386 .086 (25.2) -,2386 -.093 (27.2) © 8266 054  (10.2)
8. Media ade -.0291 -.009 (0.2) .0149 .003 (0.0) L1987 - .063  (11.3) .8259 <044 (6.4)
9., Ualk-ina .2967 .099 (0.3 . .0194 004 (0.1) -.0177 -. 206 (0.15 2124 .01} (0.5)
10. Unione -.1629 -.071 (*3.6) ~-.2498 -.076 (18.1) -.0362 -.017 (0.8) o -.0037 -.000 (0.0)

Puklsc Sector (N 978

11. Friends ¢ ‘wployees -.094\ -.010 {0.1) -.3331 -.041 (1.6) .1502 057 (2.8) -.0049 -.013 (0.2)
| 12. Schooi placesant serv. .5139 .052 3.2) 3267 .Oiﬁ\ (1.6} ; + 0686 .024 (0.6) -.0674 ~-.021 . (0.5)
13. Prolessional orgs. 0931 .011 (0.1) .2021 .027 . (0.8) .0548 .023 (0.95) - -.0651 =-.024 (0.7)
14. Civil Service -.5118 -. 081 (1.9) .2181 141 0.4) ~1,0054 -.276 (76.2) 1.0256 254 (72.5)
15. Public empl. eerv. 3111 .030 (0.9) .0064 .001 (0.0) -,2798 -.094 (.7 .2853 086 (7.4)
16. Private empl. serv. L0747 014 (0.2) .1701 .036 (1.2) -.0)94 -.026 (0.6} . -.0248 =-.015 (0.2)
! 17. Cos .nity groups -, 2173 - 029 (0.9) 167 014 (n.2) -, 1834 -.NA7 (s.0 1426 Na? (2.2)
. 18. Media ade .8238 .082 (6.6) 0803 009 (0.1 -,0036 -.001 (0.0) -.072%  -.022 (0.5)
l 19. Walk-ine -.1840 -,021 (D.4) -.2133 -.026 )] 2492 .096 (8.4) ~.22064 =-.076  (6.0)
‘ 20. Unionse -,2708 -.04% (2.0) -.08681 -.016 {0.2) .0881 .050 (2.2) 3.6870 ~-.044  (1.9)

et

.tho four control variables ure: size of establishment, city sigze, percent vith mo college in ths {ob, percent male i« the job.
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TABLE 14

Summary of Cannonical Co:rilntion Anniy.ou of
Job Recruitment and Job Traits, by Sector

Private Public
(N=3100) (N=978)
Ten Job Racruitment Methods with R2_(Rank) R2 (Rank)

1. Percent No College and Percent Male In Job  .20682 .28194
2. Add: Mathodical ,21083 (15) .28295 (15)
3. Manual Dexterity .21522 (14) .28266 (16)
4. Quick Learner .21893 (13) .29439 (12):
5. Basic Literacy .23929 (S) .28342 (15%)
6. Advanced Peaders .26937 (2) 31391 (6)
7. Basic Arithmetic .22622 (9) .33301 (3)
8. Excellent Math .23034 (7) .31182 (7)
9, Spectalized Knowledge .26251 (&) .32086 (4)
10. Client Relations .25093 (1) .30480 (9)
11. Permanence .22273 (12) .30028 (11)
12. Growth Potential .22365 (11) *.30187 (10)
13. GCood Team Members .22626 (10) ,30849 (R)
14. Proper Attitudes 20688 (17) .28257 (17
15. Dependable . +20795 (16) ..28481 (13)
16. Good Judgement .24760 (3) .33336 (2)
17. Can Supervise .23990 (6) .35346 (1)
18. Other .22995 (8) .31587 (5)
19. “add: All 17 Job Traits . 32019 .44016
20. “Ten Mathods with 17 Job Traits .21623 L58404
21. UNIQUE (Traits) CL.11337 (35.4%) 215822 (3>.9%)
22, UNIQUE (% no cpll., % male) .04396 (13.7%) .05612 (12.7%)

9
- od e

JOINT

D

.16286 (50.9%)

.22582 (53.3%)
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TABLE 15°

Summary of Cannonical Correlation Analyses of
Job Recruitment and Job Traits, by Sector

Private Public
(N=3100) (N=978)
R2 (Rank) R2 (Rank)
. Ten Job Recruitment Methods with
1. Percent College Dgree and Percent Male in Job .18334 .31588
2 Add: Methodical .18609 (15) .31711 (15)
3 Manual Dexterity ' .18845 (14) .31596 (16)
4, Quick Learner .20286 (13) .33289 (11)
5. Basic Literacy-- .22901 (&) .32164 (13)
6. - Advanced Readers .23797 (2) . 34023 (6)
7 ' Basic Arithmetic .21659 (8) . 36349 (3)
8 Excellent Math ' .21907 (7) .34515 (5)
9. ~ Specialized Knowledge . .22399 (5) .33375 (10)
10. ' Client Relations .24180 (1) .33595 (8)
11. , Permanence .20495 (12) . .32385 (12)
12. Growth Poiential ' .20794 (10) .33539 (9)
13. - : Good Team Member .20684 (11) .33692 (7)
14, Proper Attitudes .18353 (17) .31592 (17)
15. Dependable .18384 (16) .31828 (14)
16. Good Judgement .23611 (3) .36727 (2)
17. Can Supervise .22165 (6) .37037 (1)
18, Other .21180 (S) .35266 (4)
19. Add: All 17 Traits .31660 .45195
20. Ten Methods with 17 Job Traits 27623 38404
21, UNIQUE (Traits) .13326 (42.1X%) 1607 (30.17)
22. UNIQUE (% college, 2male) .04037 (12.8%) .G6791 (15.0%)
23. JOINT . , .14297 (45.2%) .24797 (54.92)
(

8%



" TABLY 16
How Faplover Recrultment Methods are Related tov Race and Fthate Compasition of Jobs,

iy N ) ’

o o . With Two Contrals,® By Sector

— - P R L R R e e it veceavie wmeteemeece meme we— e i a T - S emsmm o T ee o

- L emcami- +—mee e - e ‘e . . A S T R R DR L RS R R L L LR E LAl it At st dedibbesibatid -
:

Dependent Varlable = Percent Black in the lob

. Independent) Variable Ird-ate (N23100) wblic_.. (N=978) Total (N-4078)

" (Job Ioc_tul\tnnt Hethed) - b ] ¥ b N | F ¢ . b [ ] r
1. Friends of smployees L0004 ~_.002 (0.0) ~,009) -.040 ( 1.6) -, 0025 -.012 (0.6)
2. School Pls ement . .0010 004 ( 0.56) -.00717 -.036 (i .0002 jwl (0.0)
3. Professionsl organizations ~ -.0040 -.015 (o0.7) -.168 -.066 (1.9 -.0080 -.030 3.6)
4. Civll Service .0140 . 037 ( 4.4) .0041 .024 ( 0.6) . 0086 .038 T (h.7)
S. Public employment service . 0066 .03} ( 3.5) . 0040 .020 ( 0.4) .0062 .031 (4.1)
6. Private employment service -.0065 -,023 (1.7 .0182 . 045 ( 2.1) -.0019 -.006 (0.2)
7. Community g.roupl .0297 .126 (51.3) LA06A 030 ( 0.9) -0‘22' .098 (41.1)
8. Media ads -.0125 ~.065- -(12.8) -.0!3} -.06) ( 4.0) - - -.0128 -.065 (17.3)
9. Walk-ins .00%8 .046 ( 6.6) L0n17? .03} (1.1) .0091 .041 (7.1)
10. Unlon: . 0064 .0213 ( 1.6) . 0173 +  .050 ( 2.35) . ‘ .0095 .032 (4.2)

' Dependent Variable = Percent Hispsnic in the Job

Private (N=1100) Public _(N=978) Total (N=4078)
b ] 4 b | . F b ] r
11. Friends of employees ° .0024 .6!5 (0.8) .0059 .03% (1.2) .0032 .020 (1.6)
" 12. School placement -.0006 ~-.002 (0.0) . 0004 003 (0.0) .0001 000  (0.0)
1). Professional organizations .0001 008, 0.0) . .0076 .040 (1.4) - .0024 .012 (0.6)
14. Civil Service .0083 .00  (2.8) -.0066 =053  (2.7) ' . -.0022 -.013  (0.9)
. 15. Pubilc employment service -.0027 ~-.Ci3 (1.1) 0057 .039 (1.4) -.0001 - -.001 (0.0)
16. Private employment service . 0026 .01} (0.5) .0123 042 (1.7 .0042 .019 (1.3)
17. Community groups -.0013 =-.007 . (0.2) .0149 .092 (8.2) . 0040 .023 (2.2)
16. Media ads -, 0064 ~-.044 (6.0) . 0030 .020. (0.4) -, 0041 -.028 (3.1)
19. Welk-ins .0050 .032 (2.1) -,0022 -.013  (0.2) .0030 .019 (1.4)
20. Unlona . 0050 24 (1.7) , -0049 019 ~ (0.4) . ) 0054 .024 ’ (2.4)

- - ——

& Two control variables .are Percent with no callege in the joh, and ?oécent malg {.: the job, A dichutomous variable for private or public sector is

added to the total analyses as a control.

. '\15\ Q‘J
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Table 17 .

Summary of Cannonical Correlation Analyses
of Percent Black in the Job

y Cannonicdl Private Sector (N=3100) : Public Sector (N=978)
Variables CANVI CANV2 . CANV3 CANV1 =~ CANV2 CANV3
First Set:
1. Friends - =—.083 -.043  =.096 - .091 -.054 NS’
2. Sch. placement 541 -.125 .143 ‘=677 .528
3. Prof. orgs. 372 .282 .155 -.402 .660
4. Civil serv. -.011 .110 .187 200 ¢  .303
So PUbl; S@rv. -.‘517 “'0162 ' ‘0613 0273 "'017?
6. Pri., serv. .196 .066 -.033 .093 -,437
7. Community -.086 -,302 .904 " .206 176
8. Ads .267 -.166 -.445 -.124 ~304
9-_ Walk-in --078 ‘0487 -025 0161 "0-598
10. Unions -0191 0700 0080 0030 0337
Second Set: : o
11. L no college -.942 -.202 -.331 9K1 .015
in job
2. % male in -.182 .964 L2133 - .035 .94}
job _
. ; |
13. % plack in -.117 ~.209 ., .986 44 -.258
job )
Eigeﬂ\'alue -209 0042 pOZl -287 003‘0 0011

J1




Table 18

Susmary of Cangonical Correlstion Analyses
of Percent Hispsaic in the Job

-

. ) b

Cannonical Private Soccdr (N=3100) ’ . Publie Sector éu.915)
Variables CANVL . CANVZ - CANV) CANVL CANV2  CANV3
" First Set: o |
1. Friends : -.086 048 - =.220 -.107  .107  =.300
2. Sch..placement .548 085  .-.089 , .691 .03 ' /186
3. Prof. orgs. 376 =.304 022° 396 =.690  ~.157
(.o CLVil serv. -000‘7 *‘152 ."0371 ‘ . "'0198 "0260 0576
S. Publ serv. -.428 .21 250 -.278 - .223 -.010
6. Pri. serv. - 193 =074 =316 ~.079 355 =.282
7. Community -.050 a72 82 -.206 . =297 =770,
8. Ads ,255 252 .60L : 207 . =.214 137
9. Walk-ip - .072 .452 -.655 -.128 401 313
10. Unions -197 . =.706  ~.026 -.021  ~.410 .035
Second Jet:
11. % No collegu in -.963 .285 015 -.997 .092 102 °
job
12. % male in job -.183  -.975 941 -.026  -.995 A2
13, % Hispanic in .022 -.116 ~.258 =013 -.150 ~.994
job E .
Eigenvalue . 207 .042 .005 .282 .033 017
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rcb).o 19

How Employee Race is Pelated to Job Sesxch Methods, -
with Two Controla,® by Sector .

SR
———

' Bace Independent Vargable: Black (=1) White (s0)

Dependant Varisble

(Job Search Method) b?rivnga'$H~31001’ ' ; grub11: ":27.21
1. Relatives . =.0122 ~.016 (0.8) .  .022¢ .033 (1.0)
2. rriends -.0098 -.010 _ (0.3) ~  .0206 023 .. (0.95)
3. Sciool placasent 0122 .023 (1.6 -.0276 _ =.040 .3
4. Professional orgs.  .0068  .028  (2.5) -.0065  =.026 (0.6,
. . - S, Civil Service .0072 053  (8.7) -.0316  ~.040 (1.5)
6. Public empl. serv. .0583  .118  (43.9) .0188 .033 (1.0)
7. Private empl. serv. 014" - 33 (3.4) - -.0054 ~.033 (1.0)
8. Community groups , N .036 (4.0) 0027 096 . (8.9)
9. Medis ads L0152 =.023 " (1.6) -.015%  ~.031 ©  (0.9)

10. Walk-in -.0481 =048  (7.3)  =.493 -.051 (2.4)
1. Undons , 0014  .005  (0.1) «.0016 =-.022 (0.5)

Ethnicity Independant Variable: Hispanic (=1) White (=0)

Private (N=3100) (Public (N=978)
b B F | b 3
12. Relstives . .00AL 004 . (0.1) - .0040 .006  (0.0)
13, Friends ~ .0100 .009 (0.2) ' .0089  .006  (0.0)
. 4. School placement . _.010L -.016 ‘.(0:8)  -.0073 <010  (0.1)
15. Professional orgs. -.0036 =-.013 (0.%) °© =-.0046 -.007 . (0.3)
16. Civil Service .0077 .048  (6.8) . -.0755  -.089 (7.3)
17. Public empl. serv. 0478 .08l - (20.2) .0588 .093 (8.0)
18. Private empl. serv. .0106  .021  (1.3) -.0098 -.056 (2.8)
19. Community groups .0027  .016  (uU.7) :.0373 . 126 (14.2)
20. Media ads -.02647 =.031  (2.9) -.0060 -.0l1 (0.1)
21. Walk-ia -.0344 =.029 = (2.6) .0125 .012 (0.1)
~ 22. Unions .0026  .008  (0.2) .001¢ 011 (0.1)

Ky
- T

Two control variables © individual's educational attainment (1 = high school, 2 = some college,
3 = collage degree), individual's gex (1 = male, O = female). ‘ -
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ERIC

wll Toxt Provided by ERIC

How

Faploysr

— s - BB O

-———tn W s e pEmas s Ve

Jub Recruitment Method High School .l

b ]

1. Friends of smployses 0051 .022
2. Schooi placement service 0037 016
3. Professicnel organizations ~-.0109 -.013
4. Civsl Ss:rvice .0128 .032
S. Public esployment service .0057 .028
6. Private cmployment service -. 0046 -.014
7. Community groups l .0259 .109%
8. Media ads -.0101 ~.049
9. Melk-ins .0106 047
10.Union referrals -.005) - ~.018

b
11.%rlends of é-ployeou .5001
12.School placement acrvice -.0100
Ll.Profelolonll organizationa -.0292l
14.Civil Service . 082
15.Public employment service .OOIiQ
16.Private employment service .0256
17.Community groups *.0099
18.Medla ads ~-.0182
19 .Walk-ins 0116
20.Unjon referrals 0263

—— - w—— @ - S

. 000"

‘-040

- -.088

049
015
063
L0413
-.086
049
.079

* Dependent varlable = Percent Black in the job; Independent variables = one

—

Jubs_(W~1925). .

-

—— ———— s > - - »

High School tobs (N=471)

(
(
(
(
(
(
(
(
(
(

—————

TARLE 20

sme v,

Private Scrtor

Recrultment Methods are Related to Percont Black in the Jobn, By Fducation Leval and Ssctor®

r—— .

o~ e W@ ST e e e P
- v B B S DA @t WS B 4w e - R Rk

— -

\

\

-

———— G . O W Do S ey s o=

Some, College Joba (H=190)

Colle J.-M.-m_-_t*m -

r b » Fo b v
e e e e e S U AN

( 1.0) 009 ~.005 0.0), -.01% -.088 ( 4.9)

0.4) 0083 004 (1) . 00A9 052 (1.5
( 2.2) -0032 -.014  (0.1) 0083 ©  .034 ( 0.6)
(1.9} L0161 049 (1.9) L0124 .042 (0.9
( 2.5) .007) 002 (1Y) 0163 090  (4.7)
( 0.4) L0070 M1 (C.8) -.0131 ~.063 « .9
(2.8) .034) 72 (23.4) 0367 A1 (17.6)
(&.7) -.0127  -.004  (4&.D) -.0126  ~.075 ( 3.2)
(4.3) 0113 061 (2.9) 0096 052 (1.6)
€ 0.6) .0118 048 (1.5) .0532 176 (18.7)

Public Sector

¥ b
0.0 - -, 0082
0.7) . 0094
31.6) -.0300
1.1) .0187
0.6) 0194
2.40) -.0071
0.9) { .07
1.5) -.008A
1.1) 0187
2.9 .0308

no college in the Job or Perceat with college degte‘ fn the job.

94

~. 006
L04b
-. 109
1193
102
-.o7
087
~. 043
086
.082

et o - — ————— TS o pame | & o= W e

Job recruitment method, Percent male In the

e - -crare

Some_College Jobs (N=258)

Callege Degree Joba (Ne292)

F b s ¥
( 0.0) -.0313 . -.151 ( 6.9
(0.9 -.014% -.049 (LY
(3.1) 0045 .021 ( 0.1)
( 3.1) - 1104 -.061 (1.2)
(2.7 -.0122 -.063  (1.2)
(0.1} .0096 .027 ( 0.2)
(1.9) -.0051 -026 ( 0.2)
( 0.9) -.0024 -.02 ( 0.0)
( 1.9) -.0029  -.013 ( 0.0)
(1.0 -.0040 -.012 { 0.0)
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TAMLE 21

llw Fmployer Recruliment Metleels are Related to Percent Wispanic In the Job, By EJucation level and Sector®

e ——— e cse e C® e e 4 i me e smm e s tem s me s ‘e . it e i e i Gmme 8 G e s e e e e e e . - wmieis T S e e s S B b e - e v e dmimemd e o ——— . ——— 5 ¢
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) Private Sector
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.- e e mm e s e e geme ey of menem i —— -—

Job Recruftment Method Nigh Schonl .loba (H-1925) Somr College .Inha (N=790) Cnllege Degree ,obs (N-558)
b 8 A N ) F b ] r
1. Friends of emplovees 0036 .021 ( 0.8) -.0080  -.000  ( 0.0) .0009 011 ( 0.1)
2. School placement service” .0020 01t (0.2)" -.0014 -.010 (0.1 -.0n01 -.001 ( 0.0)
3. Profesnional organizations .0002 .00l (o.M L0005 .00) ( 0.0) L0036 .039 ( 0.8)
4. Civil service : .0015  .005 ( 0.0) .0178 075 ( 4.8) 0132 .088 ( 4.3)
S. Public employment scrvice -.0049 -.031 ( f.0) .0060 047 C1.8) .0000 000 (0.0
. 6. Private employment service 0026 .010 (. 0.2) ' 00RY 051 ( 2.1) -.0012 =032 (0.6
7. Community groups -.0062 01 (2.0) 0175 093 (6.7) 0015 . .014  (0.1)
8. Media sds . -.0086 -.05)  (5.84) SIS =081 (2.9 " -.0028 -0  (0.6)
9. Walk-tns .0018  .010 (0.2) . .0165 122 (11.8) -.0019 -.021 (0.2)
10. Unton referrals B __.e015 007 (0.1 0195 .09  ( 7.8) .0050 .03  ( 0.6)
Publlc Sector
High School .dnbs (N-A71) Some_College Joba (N=258) Coltlege Degree Jobs (N=292)
b ) ¥ b B ¥ b » r
11. Friends of employees . .0125  .062 (1.8 .0105 .060  ( 0.9) -.0067 ~.055 ( 0.9)
12. School placement service -.0047 -.02) ( 0.2) 010t .060 ( 0.9) .0078 .064 (1.1)
13. Prolfeasional organizationa .0069 .026 (0.3) .03.0 136 ( 4.8) 0050 .041 ( 0.5)
14. Civil Service -.0216 -.158 (11.8) -.0125  -1092  ( 2.0) .0128 A3 € 5.0)
15. Public employment service L0023 013 (0.1) L0063 040 ’J( 0.4) . L0114 .100 ( 2.9)
16. Private employment service .0016 . 005 ( 0.0) 0176 082 (0.72) .0270 129 ( 4.9)
17. Community groups L0064 .0V (0.9 0185 09 (3.0) 0874 139 (s.D
18. Media ads 0060  .03% ( 0.6) -.0n23  -.014 ( 0.0) .0051 044 ( 0.6)
19. Walk-{ne .0007  .004 ( 0.0) -.0066 ~,03 (0.9 -.0035 -.026 (0.2
20. Union referrals .009s  ,03% (0.6) -.0126 <.040 ( 0.4) . =.0003 -.001 ( 0.0)

- - —— — At e, e TS A v — -

¢  Dependent veriahle = Percent Mispanic in the Job; tndependent varisbles = one job recruitment method, Percent male in the Job, and eith Percent

with no college in the' job or Percent with college depree {n the job.
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- : | TABLE 22

Percent of Workers Who' Used Friends or Relatives
| to Find Their Job, by SQctoralnd
Worker's Race, Sex and Educational Attainment .
(Sample size shown in parenthases) "

Private Sector Public Sector

‘Blacks Whites Blacks Whites

Males ‘ t,

High School .49 (226) .55 (304) .49 (69) 41 (32)
Some Coliego‘ _ Jab (147) 0 L67 (262) .24 (63) .41 (61)

. pe.3 -

College Degree .33 (67) - .38 (188) .48 (25) .34 (55)
Females

High School 46 (242) .45 (350) .41 (106) .35 (51)
Some College .33 (164) .33 (248) .37 (83) .35 (49),
College Degree 27 (88) .30 (173) .36 (63) .28 (99)
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TAMR 2)

- Job Race Compoeition and Wage Rate for Black Migh School Graduates, By Use of
- Segregeted and Desegregated Social Nstworks; Private Sector, Males and Femi'lee

Black Male, High School Gradustes, Private Sector

Use

Friends

2.

A,

5.

6.

7.

)

YES

YRS

NO

YES

YES

99

High School
_Race Comp.
(2)

SEG

DESEG

SEG

DESEG

SEG

DESEG

SEG

DESEG

Interpretation
of (1) and (2)

, J)
Not Uss Black Friende

Not Vse White Friende

Use Black Friends

Use White Friende

Percent

wWhite of Job

)
534 (91)
504 (46)

488 (34)
547 (25)

Percent

white of Firm

»
636 (84)
622 (43)

314 (32)
«697 (26)

Black Female, High School Gradustees, Private Sector

Not Use Blnck"rriéndl

Not Use White Friends .

Use Black Friends

Use White Friends

BEST-COPY

470 (87)
.507 (53)

460 (41)
.380 (17)

549 (77)
.580 (48)

.530 (38)
.688 (15)

Hourly
Wags Now
(6)

6.66 (91)
6.42 (46)

6.03 (35)
7.73 (23)

5.08 (92)
4.81 (58)

5.42 (43)
4.82 (18)

Hourly

Wage Earlier

%))
4.67 (100)
4.78 (49)

4.89 (36)
s.12 (31)

3.79 (79)
3.62 (56)

3.38 (44)
3.32 (18)
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